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ABSTRACT 

Workplace bullying is unwanted, unwelcome abuse of any power that has the 

effect or intent to intimidate, control, or strip targets of their dignity and rights at work. 

Recent research has shown that newcomers (those who have moved to a country as 

permanent or non-permanent residents) are disproportionately at risk of experiencing 

workplace bullying. To date, research on newcomers' experience of workplace bullying 

is limited. In this grounded theory study, experiences of eight newcomers to Canada were 

explored and the three-stage basic social process of Regaining Control was identified. 

This study revealed that workplace bullying and discrimination are overlapping and that, 

for newcomers, workplace bullying often involves subtle racial and discriminatory 

undertones. Unique to newcomers is that their immigration status, language and culture 

can play a role in how they are affected by workplace bullying. Findings from this study 

offer insights into how newcomers protect and promote their health when workplace 

bullying is experienced and explores implications for workplace practices and healthcare 

professionals. 
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Chapter 1: Newcomers' Experiences of Workplace Bullying 

Considered by some researchers to have reached epidemic proportions (Carbo & 

Hughes, 2010), workplace bullying is recognized as a common occupational hazard with 

negative consequences (Einarsen, Hoel, & Notelaers, 2009; Hutchinson, 2009; Lovell & 

Lee, 2011; Namie & Namie, 2009). Carbo and Hughes (2010) defined workplace 

bullying as: 

[T]he unwanted, unwelcome, abuse of any source of power that has the effect or 

intent to intimidate, control or otherwise strip a target of their [sic] right to 

esteem, growth, dignity, voice or other human rights in the workplace. (p.3 97) 

An employee may be targeted regardless of gender, ethnicity, age, status, or 

seniority in the workplace (Saunders, Huynh, & Goodman-Delahunty, 2007). For this 

reason, workplace bullying is described as being "status blind" (D. Christensen of the 

Workplace Bullying Institute, personal communication, May 24, 2011), and it is focused 

on control of the target who is perceived as a threat (BullyOnline, n.d.; Lovell, & Lee, 

2010). While potentially anyone can become a target of bullying (Johnson, 2011), there is 

evidence to suggest that being different from the majority can increase a person's risk of 

being bullied at work (Giga, Hoel, & Lewis, 2008a; Thompson Heames, Harvey, & 

Treadway, 2006; Olender-Russo, 2009). For instance, a person whose first language is 

not that of the majority or a person who is of a different ethnic or cultural background 

than the majority population, may be more vulnerable to becoming a target of a 

workplace bullying (BullyOnline, n.d.; Hogh, Carneiro, Giver, & Rugulies, 2011; Lewis 

& Gunn, 2007; O'Brien, 2007). 
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For those who have come to a new country, either as permanent or non-permanent 

residents (hereafter known as newcomers), being different from the majority of the 

population of the new country may be a fact of life that can limit feelings of belonging 

(Giga et al.~ 2008a\ While few studies examine workplace bullying from the perspective 

of newcomers, research has indicated that newcomers and people belonging to minority 

groups may be disproportionately exposed to bullying at work (Allan, Cowie, & Smith, 

2009; Hogh et al., 2011; Roscigno, Hodson, & Lopez, 2008). Researchers have attributed 

this increased vulnerability to a lack of social support in the new country (Ali & Toner, 

2005) and "social status powerlessness" (Roscigno et al., 2008, p. 760) which left targets 

defenceless against workplace bullying. 

Ayoko (2007) reported that prejudices, differences in values, and stereotypes may 

all provoke conflict which can escalate to bullying if left unresolved. When diversity 

existed in workplaces, Ayoko suggested that decreased social integration may have 

contributed to increased workplace bullying. Although diversity was not necessary for 

conflict to occur, diversity was recognized to contribute to less open communication in 

the workplace and played a role in the development of conflict and bullying (Ayoko, 

2007). Workplace bullying may also be seen as a more subtle or "modem" form of 

racism, that can include "neglect, incivility, humor {sic], ostracism, inequitable treatment, 

and other forms of 'micro-aggression' and 'micro-inequities"' (Fox & Stallworth, 2005, 

p. 439). 

The health effects of workplace bullying are extensive and well-documented. 

People exposed to workplace bullying experienced poorer physical and psychological 

health than those who had not been exposed to bullying at work (Tuckey, Dollard, 
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Saebel, & Berry, 2010; Vie, Glaso, & Einarsen, 2011). The negative physical effects of 

workplace bullying ranged from headaches and gastrointestinal upset (Vessey, DeMarco, 

Gaffney, & Budin, 2009), to sleep disturbances (Niedhammer et al., 2009), and poorer 

cardiovascular health (Tuckey et al., 2010). Psychological effects included anxiety, 

depression, loss of self-esteem (Vie et al., 2011 ), and post-traumatic stress disorder and 

suicide in cases of severe bullying (Balducci, Fraccaroli, & Schaufeli, 2011 ). In addition 

to health effects, researchers have indicated that workplace bullying has negative 

implications for one's career. Workplace bullying is known to result in decreased job 

satisfaction (Hutchinson, 2009; Murray, 2009) and the inability to establish a career, 

thereby affecting financial well-being (Allan et al., 2009; MacIntosh, Wuest, Merrit Gray, 

& Cronkhite, 2010). 

For newcomers already more vulnerable to experiencing poorer health outcomes 

as a result of the inability to access healthcare and obtain secure and adequate paying 

employment possibly due to language and cultural barriers (Derose, Escarce, & Lurie, 

2007; Giga et al., 2008a; Pottie, Ng, Spitzer, Mohammed, & Glazier, 2008), the negative 

consequences of workplace bullying may be even more profound. Unfortunately, there 

are few studies that examine the experiences of workplace bullying among newcomers to 

a country and no grounded theory studies exist that look at the experiences of workplace 

bullying from the perspective of this population in Canada. The purpose of this study was 

therefore to explore, describe, and develop a substantive theory of how newcomers 

address health and work in the context of workplace bullying. 
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Background and Significance of the Problem 

Canada is considered to be a nation built on immigration (Williams, 2000). While 

immigration has always been an integral piece of Canadian history (Williams, 2000), the 

face of immigration itself has changed over recent decades (Statistics Canada, 2007). 

Historically, the majority of newcomers to Canada came from Europe or the United 

States; however, by 2006 this was no longer the case (Statistics Canada, 2007). Today, 

the majority of newcomers to Canada are from Asia, the Middle East, the Caribbean, and 

Africa. All of these regions have languages, ethnicities, and cultures which differ greatly 

from the majority population in Canada (Pottie et al., 2008). 

As of 1996, one in six Canadians, or approximately 17.4% of the Canadian 

population, was born outside of Canada (Health Canada, 1999). With more than 250,000 

newcomers making Canada their home in 2005 (Statistics Canada, 2006a), Canada has 

one of the highest per capita immigration rates of any country in the world (Environment 

Canada, 2002). Immigration contributes not only to the cultural richness and diversity of 

the country, but it is also considered integral to the nation's prosperity (Environment 

Canada, 2002; Statistics Canada, 2007; Williams, 2000). Canada's economy is 

inextricably linked to its workforce and the fact that fewer and fewer Canadians are of 

working age is of great concern (Human Resources and Skills Development Canada, 

2006; Industry Canada, 2011). 

As Canada's population ages, so does its workforce and Statistics Canada (2009) 

reported that 40.4% of the working-age population in Canada is now between 45 and 64 

years of age. As many baby boomers will soon retire (Munro, n.d. ), these statistics 

suggest that Canada may face an unprecedented shortage of skilled workers (Foot, 2008) 
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which will have a significant impact on Canada's economy and society in general 

(Industry Canada, 2011 ). With such a forecasted shortage of skilled workers, Canada may 

rely more heavily on immigration policies to attract newcomers who will be able to fill 

the gaps in the Canadian workforce (Statistics Canada, 2007 ~ V aryiam, 2006). 

The most recent numbers from Statistics Canada (2009) indicated that the largest 

cohort of newcomers to Canada between 2001 and 2006 was of working age (i.e., 

between the age of 15 and 44 years old). Similar to the rest of the country, the majority of 

newcomers to New Brunswick during this same time period were also of working age 

(Statistics Canada, 2006b ). 

The importance of newcomers in Canada's workforce is evident: 70% of the 

growth in the Canadian labour market between 1991 and 1996 was owing to newcomers 

(Smith, Chen, & Mustard, 2009). According to Statistics Canada (2009), between 200 I 

and 2006, permanent and non-permanent newcomers to New Brunswick were employed 

in a wide range of occupations, from sales and service (25. 7% ); to business, finance, and 

administration (14%); natural and applied sciences (13.4%); social sciences, education, 

government, and religious occupations (12.6%); and trade occupations (10.2%). Fewer 

numbers of newcomers were employed in management, healthcare, industrial, and 

manufacturing occupations. 

While newcomers to Canada and New Brunswick are finding employment, the 

outcomes are not always positive. Statistics Canada (2009) reported that in New 

Brunswick, more than 41 % of newcomers reported income under 20,000 dollars in 2005, 

and nearly 25% of newcomers had incomes under 5,000 dollars during that same year. In 

addition to low wages, male newcomers have been shown to be at higher risk of work-

5 



related injury than Canadian born workers (Smith et al., 2009). One explanation for this 

increased risk of work-related injury is possible incongruence between the newcomer's 

previous work experience and the nature of the occupation after arrival in Canada as 

newcomers may be unfamiliar with workplace hazards or the physical demands of the 

job. Results from a longitudinal study lend support to this explanation: Smith et al. (2009) 

found that, after arrival in Canada, only 50% of newcomers were able to find work in 

occupations similar to those in which they had previously worked. Newcomers employed 

in more physically demanding occupations than they had prior to arrival in Canada held 

more negative views of their occupation and had decreased job satisfaction when 

compared with their previous employment. 

Decreased job satisfaction and risk of physical injury may not be newcomers' 

only vulnerability as research has shown that newcomers may be more vulnerable to 

experiencing workplace bullying, a phenomenon known to have negative health 

consequences (Hogh et al., 2011 ). The consequences of workplace bullying among 

newcomers are somber and have resulted in social exclusion, emotional problems, and 

poverty (Allan et al., 2009). It is likely that the prevalence of workplace bullying among 

newcomers is largely underestimated, as researchers have suggested that in many 

instances newcomers are unwilling to report this negative behaviour due to insecurity 

around immigration and occupation status (Giga et al., 2008a). 

Among a population where the risk of poorer health outcomes may already exist 

because of cultural alienation, language barriers, inability to find adequate employment, 

and the challenges of navigating a new healthcare system (Derose et al., 2007; Giga et al., 

2008a; Portie et al., 2008), the added stress of workplace bullying may make newcomers 
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even more vulnerable. As there is little published research about newcomers' experiences 

with workplace bullying, this grounded theory study explored the experiences of 

workplace bullying among newcomers and developed an understanding of how 

newcomers address health and work in the context of workplace bullying. 

Presentation of Thesis 

This thesis is presented in articles format rather than the traditional thesis format. 

As such, Chapter four is presented as a manuscript with its own reference list. A separate 

list of references from the first three chapters is included after chapter three. The final 

chapter contains a discussion of implications and a conclusion accompanied by a separate 

reference list for this chapter. 
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Chapter 2: Literature Review 

To avoid the interference of a researcher's preconceived ideas with the emergence 

of theory, Glaser ( 1978) cautioned against a literature review prior to the beginning of the 

grounded theory research study; however, literature reviews are necessary to satisfy 

requirements for thesis programs (Artinian, Giske, & Cone, 2009; Bryant & Charmaz, 

2007; Dunne, 2011; Wuest, 2007). Corbin and Strauss (2008) stated that knowledge of 

the existing literature does not have to be a detriment to the researcher as it may actually 

serve to enhance the researcher's theoretical sensitivity, or insight into what is happening 

within the data. Wuest (2007) further explained the usefulness of the literature in 

grounded theory: 

Through a literature review, the researcher demonstrates a broad grasp of the 

strengths and limitations of the theoretical and empirical knowledge in the domain 

under study. If there is little known, the literature review is fairly straightforward. 

On the other hand, if the broad domain has been well-studied, a case must be 

developed for why the existing theoretical perspectives are inadequate and why a 

grounded theory approach is needed (p. 246). 

While the issue of workplace bullying has received increasing attention over the 

past two decades ( as evidenced by the exponential growth in the amount of published 

literature on the subject since the 1990s ), there is comparatively little literature on the 

experience of workplace bullying among newcomers to a country. As grounded theory is 

useful for studying an area in which little is known (Wuest, 2007) this grounded theory 

study aimed to address this gap in the literature. 
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While there is limited information on the experiences of newcomers to a country, 

there is a plethora of literature surrounding workplace bullying. In this literature review, I 

provide an overview of the existing knowledge surrounding workplace bullying, 

including: ( a) defining and measuring workplace bullying; (b) contextual factors that 

contribute to workplace bullying; ( c) consequences of workplace bullying; ( d) strategies 

to tackle workplace bullying; (e) cross-cultural studies of workplace bullying; and (f) 

newcomers and workplace bullying. 

Search Strategy 

To retrieve relevant literature, I searched the following databases: CINAHL, PUB 

MED, Business Source Premier, Psych Info, Sociological Abstracts, and Violence 

Abstracts. Terms used consisted of workplace bullying, workplace victimization, 

workplace abuse, workplace harassment, incivility, and workplace bullying and 

newcomers, immigrants, culture, diversity, and racism. Articles included in the review 

were published in English between 2006 and 2012. The literature was further narrowed 

down to include articles discussing workplace bullying and its definition, workplace 

bullying and risk factors, consequences, measurement, and studies which examined 

workplace bullying in diverse workplaces, workplace bullying and immigrants ( as there 

was no literature which used the term newcomers), or cross-cultural studies of workplace 

bullying. Other sources of information were gleaned from the reference lists of relevant 

literature and from non-peer reviewed literature using a Google search. 
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Defining and Measuring Workplace Bullying 

It is generally accepted among researchers that workplace bullying consists of 

offensive, harassing, and socially excluding behaviours (Escartin, Rodriguez-Carballeira, 

Zapf, Porrua, & Martin-Pena, 2009; Vessey et al., 2009) that involve an imbalance of 

power between the target and the bully (MacIntosh, 2005; Pate & Beaumont, 2009) and 

may include repeated physical, psychological, sexual abuse, harassment, threats, or 

hostility (MacIntosh, Wuest, Merritt Gray, & Cronkhite, 2010). However, elucidating 

concepts such as power, and frequency and severity of the behaviours have proven 

contentious. The limitations of narrow definitions, the nature of power imbalances, the 

necessary frequency and severity of the bullying behaviours, and the accuracy of tools 

used to measure workplace bullying have been called into question (e.g., Carbo & 

Hughes, 20 I 0). 

Having no universally accepted definition of workplace bullying can lead to 

disagreement and confusion about what behaviours constitute workplace bullying ( Carbo 

& Hughes, 2010); discrepancy in the measurement of the prevalence of workplace 

bullying (Carbo & Hughes, 201 O; Hogh et al., 2011 ); and inconsistency and inefficacy in 

addressing the problem when it does occur (Einarsen, 2000; Saam, 2010). Without a clear 

definition, management and employees may not recognize bullying behaviours and 

organizations may deal with the problem inappropriately (Saam, 2010) or not at all 

(Olender-Russo, 2009). 
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Synonyms 

Workplace bullying is often used synonymously with a variety of terms 

throughout the literature. Within nursing, workplace bullying is commonly referred to as 

lateral or horizontal violence (Chipps, & McRury, 2012; Johnson, 2009) and may be even 

better known as "eating your young" (McKenna, Smith, Poole, & Coverdale, 2003). Still 

other nursing literature referred to workplace bullying as workplace abuse (Higgins & 

MacIntosh, 2010); hostility and horizontal violence (Stagg & Sheridan, 2010); incivility 

(Smith, Andrusyszyn, & Spence Laschinger, 2010); and aggression (St-Pierre, 2012). In 

the psychology literature, the terms mobbing, harassment, aggression, and emotional 

abuse have all been used interchangeably to refer to workplace bullying (Saunders et al., 

2007). In organizational psychology and business literature, workplace bullying has been 

referred to as negative behaviour at work (Baillien, Neyens, De Witte, & De Cuyper, 

2009; Tuckey et al., 2010). Einarsen (2000) and Einarsen et al. (2009) used harassment 

and workplace bullying interchangeably. Hershcovis (2011) noted even more synonyms 

of workplace bullying in the literature, such as social undermining, workplace 

mistreatment, and workplace victimization. 

Among researchers within and between disciplines, workplace bullying is known 

by many different, but overlapping terms. Furthermore, the terms used to describe 

workplace bullying differ among researchers in various parts of the world. For example, 

Saunders et al. (2007) noted that researchers in Germany and France tend to use the word 

mobbing to refer to workplace bullying. In Finland, the term harassment is preferred, 

while in the United States, aggression and emotional abuse are the favoured terms. The 
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term workplace bullying is used mainly in Australia, the United Kingdom, and Northern 

Europe (Saunders et al., 2007). 

According to Hershcovis (2011 ), inconsistent use and overlap of concepts "that 

largely examine the same relationships" (p. 500) has yielded a field of fragmented 

research that has hindered researchers from moving forward to create healthier 

workplaces. Hershcovis recommended that rather than focusing on differentiation of 

terms, researchers use a critical analysis to integrate and synthesize terms. Aquino and 

Thau (2009) supported this, and suggested the use of the umbrella term workplace 

victimization to encompass this superfluity of terms referring to negative and abusive 

workplace behaviours. 

Behaviours as Workplace Bullying 

Workplace bullying is frequently described in terms of the behaviours that are 

considered to constitute this phenomenon. Behaviours that are considered to be 

workplace bullying include repeated negative, abusive, offensive, harassing, intimidating, 

and socially excluding behaviours that occurred frequently and persistently and were 

directed toward the target individual or group by one or more perpetrators (Escartin et al., 

2009; Saunders et al., 2007; Simons, Stark, & DeMarco, 2011; Vessey et al., 2009). 

Behaviours that constitute workplace bullying were similar across disciplines. Within the 

nursing literature, workplace bullying was used to refer to repeated behaviours of 

belittling, constant criticism, humiliation, intimidation, false accusations, and sabotage 

(Johnson, 2009; Simons et al., 2011). In organizational psychology and business 

publications, many of the same behaviours as above were identified as bullying, as were 
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the removal of responsibilities, assignment of menial tasks, assignment of unrealistic 

workloads or deadlines, excessive monitoring, blocking promotion, exclusion and 

isolation, gossip, interrupting, yelling, and verbal harassment (Bartlett & Bartlett, 2011 ). 

Measuring Workplace Bullying 

Although conduct identified in the published literature that can be regarded as 

bullying was extensive, it is clear that these behaviours were all negative and unwanted 

(MacIntosh et al., 201 O; Saunders et al., 2007). What was less clear was how long and 

with what frequency these behaviours must have persisted to be considered workplace 

bullying. Whereas some authors have indicated that people were targets of workplace 

bullying when they have been regularly exposed to one or more negative behaviours at 

work within the last six months (Einarsen et al., 2009), others used more stringent 

standards, which indicated that the exposure to such behaviours must have occurred at 

least weekly for a minimum of six months (Carbo & Hughes, 20 I 0). Some authors 

specify the frequency ( e.g., at least monthly) at which the behaviours must have occurred 

with no specification as to the duration (Saunders et al., 2007). Conversely, others have 

indicated that there is no set time or frequency that the behaviours must occur to be 

considered bullying, but the key is that the target perceives a pattern in the behaviour (D. 

Christensen of Workplace Bullying Institute, personal communication, June 24, 2011 ). 

As long as there is no consensus regarding the threshold that these negative and abusive 

behaviours must reach to be considered workplace bullying, the true extent of the 

problem will never be known (Carbo & Hughes, 2010). 
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Prevalence of Workplace Bullying 

Despite the above mentioned difficulties with measuring the occurrence of 

workplace bullying, a large amount of research has been done which has focused on 

determining the prevalence of the problem in various workplaces. Using a single-item 

from the General Nordic Questionnaire for Psychological and Social Factors at Work 

(QPSNordic), Finne, Knardahl, and Lau (2011) asked participants to self-report the 

experience of workplace bullying. In this study, the prevalence of workplace bullying in 

Norway was determined to be 4.5%. The prevalence of workplace bullying in the United 

Kingdom was more than double the Norwegian rate at 10.6%, when researchers 

measured prevalence using the Negative Acts Questionnaire- Revised (NAQ-R), an 

operational method with 22 items (Einarsen et al., 2009). In the United States, Grasz 

(2011) reported that the prevalence of workplace bullying was found to be 27% using an 

online survey of 5671 workers; however, no details about the survey were given. 

Unfortunately, the variety of tools used to measure the prevalence of workplace bullying 

make comparisons difficult as it is impossible to determine what difference may be due to 

the use of the measurement itself. 

The estimated prevalence of workplace bullying was complicated by the lack of a 

commonly accepted definition or measurement by researchers across studies (Hogh et al., 

2011 ). As well, there were a number of factors that may prevent researchers from 

knowing the true extent of the impact of workplace bullying: (a) there was significant 

underreporting of bullying by targets for fear of seeming petty (Vessey et al., 2009) or for 

fear of retaliation (Beale & Hoel; 2011; Pate & Beaumont, 2009; Saam, 201 O); (b) the 

focus of researchers was the effects of workplace bullying on targets and the effects of 
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bullying on witnesses is not fully understood (Pate & Beaumont, 2009); and ( c) the 

majority of research was focused on developed nations (Namie & Namie, 2009), with the 

effect of workplace bullying in the context of developing nations and various cultures 

largely unexplored. 

A New Definition of Workplace Bullying 

Recognizing that the conceptualization of workplace bullying often differed 

between various researchers and even between researchers and research participants, 

Carbo and Hughes {2010), sought to develop a new definition through in-depth 

interviews with employees who had knowledge of workplace bullying. The authors 

wanted to develop a definition of workplace bullying that would be free of the inherent 

problems associated with current definitions, namely, issues surrounding the uncertainty 

of what behaviours constituted workplace bullying; the required duration and frequency 

of the behaviours to constitute workplace bullying; the ambiguity surrounding intent to 

cause harm; and the issue of power differential. 

During interviews with participants, it became apparent to the researchers that 

current definitions of workplace bullying could account for much of the variation in 

reported incidence of workplace bullying. Though researchers often defined workplace 

bullying as being repetitive in nature, some participants considered single incidents that 

were offensive and resulted in reduced dignity and self-esteem, as bullying ( Carbo & 

Hughes, 2010). Using the current definitions of workplace bullying available in the 

literature, these incidents would not be considered bullying. 
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Carbo and Hughes (2010) noted that another problem arose when researchers 

ascribed severity limits on the negative acts experienced by participants in order to 

determine what is bullying. While some researchers have excluded acts of incivility from 

their definitions of workplace bullying, the published literature has shown that incivility 

is associated with decreased work satisfaction, increased stress, and poorer health 

outcomes (Gilio Oore et al., 201 O; Leiter, Price, & Spence Laschinger, 2010). Incivility 

may lack an obvious intent to harm and be described as "relatively mild" ( Gilin Oore et 

al., 2010, p.878); nevertheless, Carbo and Hughes maintained that incivility violated a 

person's right to dignity at work. This point of view was supported by participants who 

indicated that although the behaviour of the bullying perpetrator may not have seemed 

severe to a bystander, it was nevertheless distressing to the target. Carbo and Hughes 

concluded that when researchers predetermined levels of severity in the definition of 

workplace bullying, the result was that many behaviours were missed and excluded from 

research. 

Determining the bully's intent to cause harm was difficult and Carbo and Hughes 

(2010) indicated that targets often struggled to prove that the bullying behaviours even 

occurred. While some targets believed that the perpetrator's actions were intentional and 

calculated, others attributed the perpetrator's behaviour to a lack of social skill or an 

inherent meanness. For this reason, the authors wanted a definition that did not rely on 

the intent of the person bullying, but on the outcome of the actions which left the target 

feeling diminished. 

Power is another issue of contention in the workplace bullying literature. 

Workplace bullying is considered to occur when a power differential exists in favour of 
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the bully (MacIntosh, 2005; Pate & Beaumont, 2009); however, a perpetrator of 

workplace bullying may not only be a superior, but a co-worker, or even a subordinate. 

For this reason, the issue of power in workplace bullying is less apparent. Whereas 

formal power, such as a person's rank within an organization, may be readily identifie~ 

informal power also exists (Carbo & Hughes, 2010). This informal power may be exerted 

by the perpetrator behaving in such a way that strips targets of their dignity, thereby 

creating a power differential (Carbo & Hughes, 2010). Carbo and Hughes (2010) asserted 

that the definition of power within the context of workplace bullying must be broad so as 

to incorporate both formal and informal power structures. 

After talcing into account the issues which have prevented an inclusive definition 

of workplace bullying from being developed, as well as input from participants, Carbo 

and Hughes (2010) developed the following definition: 

Workplace bullying is the unwanted, unwelcome, abuse of any source of power 

that has the effect or intent to intimidate, control or otherwise strip a target of their 

[sic] right to esteem, growth, dignity, voice or other human rights in the 

workplace. (p.397) 

Contextual Factors Contributing to Workplace Bullying 

Johnson (2011) contended that bullying does not occur in a vacuum and was a 

result of contextual factors that occur within four interconnected systems: (a) the 

microsystem, (b) the mesosystem; ( c) the exosystem; and ( d) the macrosystem. Johnson 

asserted that the development and implementation of successful strategies to address 

workplace bullying required consideration and understanding of all four systems. 
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Microsystem 

The microsystem referred to the bully and target (Johnson, 2011 ). The origin of 

bullying may be a conflict or power struggle that escalated to create a power imbalance 

between the target and person bullying ( Johnson, 2011; MacIntosh, 2005). In other cases, 

the bullying may be an endemic feature of the workplace (McKenna et al., 2003) or a 

means of control (Beale & Hoel, 2011 ). While potentially anyone can be a target of 

bullying (Johnson, 2011 ), there is evidence to suggest that being different from the 

majority can make someone more vulnerable to becoming a target of workplace bullying 

(Olender-Russo, 2009). For newcomers, research has suggested the lack of social 

network and support (Ali & Toner, 2005) can make people belonging to minority groups 

more vulnerable through a lack of social power (Roscigno et al., 2008). This vulnerability 

may extend beyond those belonging to minority groups to include newcomers from any 

ethnic background (Hogh et al., 2011 ). 

Just as targets were a diverse group, the people who bully were also diverse and 

used various tactics to undermine their targets (Hutchinson, Vickers, Wilkes, & Jackson, 

2010). Perpetrators of bullying were motivated by a number of factors includingjealousy 

(BullyOnline, n.d.); role stress, job insecurity, and restructuring (Matthiesen & Einarsen, 

2007), lack of managerial skill and the enforcement of subservience (Beale & Hoel, 

2011), and lack of social competence (Johnson, 2011). 

Mesosystem 

The mesosystem involved the coworkers and the manager of the target and 

perpetrator. Coworkers and managers, wittingly or unwittingly, encouraged bullying by 
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condoning or ignoring the bullying behaviour and thus increased the power of the person 

bullying (Beale & Hoel, 2011; Johnson, 2011 ). Within the mesosystem, leadership style 

and workplace culture were important predictors of workplace bullying. In terms of 

leadership, Harvey et al. (2007) identified "destructive leadership" as a precursor to 

workplace bullying (p. 117). Destructive leadership styles were identified as autocratic or 

laissez-faire, as both have been associated with higher incidence of workplace bullying 

(Harvey et al., 2007). The findings of Chullen, Dunford, Angermeier, Boss, and Boss 

(2010), supported this claim. These researchers found that when employees perceived a 

lack of supportive leadership or unfair leadership in the workplace, they were more likely 

to engage in deviant workplace behaviours, such as bullying. 

Exosystem 

Features of the organization, or exosystem, were found to contribute to workplace 

bullying (Johnson, 2011). Workplace bullying was more likely to occur in organizations 

where employees perceived lower leader-member exchange (Chullen et al., 2010), had 

less control over their environment; had greater role-conflict (Tuckey et al., 2010), and 

had unmanageable workloads (Hutchinson et al., 2010). Research has also indicated that 

workplace bullying was more likely to occur in organizations in which there was frequent 

restructuring,job insecurity, strict hierarchical structures (Johnson, 2011) and high levels 

of competition for work among contract employees (Duffy, 2009; Beale & Hoel, 2011 ). 

Macrosystem 

Within the macrosystem, workplace bullying was precipitated by societal, cultural, 

and governing norms (Johnson, 2011). Addressing workplace bullying is necessary to 
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minimize its negative effects at the individual and population health levels; however, 

tackling workplace bullying is not straightforward. Within the published literature it is 

generally assumed that: ( a) not only did organizations have the ability to stop workplace 

bullying (Cleary, Hunt, Walter, & Robertson, 2009; Murray, 2009; Weidmer, 2011); but 

(b) that due to the enormous costs associated with bullying (Giga et al., 2008a; Smith et 

al., 2010), it was in the best interest of the organization to eradicate it (Beale & Hoel, 

2011). These assumptions were challenged by Beale and Hoel (2011) who argued that 

organizations may actually benefit from allowing workplace bullying to occur and that 

future research needs to examine the broader contexts that have facilitated workplace 

bullying (e.g., increased profit). 

Consequences of Workplace Bullying 

Employment and working conditions were considered a key determinant of health 

(Public Health Agency of Canada, 2013) and work environments where bullying was left 

unchecked have detrimental physical and psychological effects for both targets of and 

employees who witnessed bullying (Tuckey et al., 2010). The negative physical 

consequences of workplace bullying included headaches, gastrointestinal upset (Vessey 

et al., 2009), sleep disturbances (Niedhammer et al., 2009), and poorer cardiovascular 

health (Tuckey et al., 2010). Psychological effects may include anxiety., depression, 

burnout, loss of self-esteem (Vessey et al., 2009; Vie et al., 2011 ), decreased 

concentration (Higgins & MacIntosh, 2010), and post-traumatic stress disorder and 

suicide (Balducci et al., 2011; Vie et al., 2011 ). 
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Hauge, Skogst&L and Einarsen (2010) found that workplace bullying was a 

significant social stressor which had more severe consequences than other types of 

stressors. These researchers found that workplace bullying contributed significantly to 

anxiety and depression in a representative sample of the Norwegian employees. Other 

research findings have supported this relationship between workplace bullying and poor 

mental health outcomes. For example, in a study of 707 bullied employees (281 females 

and 426 males) in Naples, Italy, researchers found that 8.7% met DSM -IV criteria for 

anxiety disorders, 31.5% for mood disorders, and 58.3% for adjustment disorders (Nolfe, 

Petrella, Zontini, Uttieri, & Nolfe, 2010). These disorders were more prevalent among 

employees who had been exposed to medium to high degrees of workplace bullying, 

indicated by a score of 50 or greater on an exposure measure scale of 0-100. The study by 

Nolfe et al. (2010) not only highlighted the impact of workplace bullying on the mental 

health of employees, but also shed light on differences between the sexes. These 

researchers found that men were more likely than women to have been exposed to 

medium to high degrees of bullying and therefore more likely to meet the criteria for 

anxiety, mood and adjustment disorders. The authors concluded that workplace bullying 

was more strongly associated with psychiatric disorders among men than among women 

and that this relationship could have been due to the intricate ties between men's self

identity and work. The researchers indicated that more large-scale studies are needed to 

strengthen their conclusions. 

French researchers have also found detrimental associations between workplace 

bullying and mental health. In a study involving a large random sample of employees in 

France, researchers found that workplace bullying was a significant risk factor for the 
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development of depressive symptoms (Niedhammer, David, & Degioanni, 2006). While 

the authors indicated that causality could not be confirmed due to the cross-sectional 

nature of the study, they noted that their findings added support for strengthening anti

bullying measures in the workplace in order to prevent such negative consequences. 

In addition to the negative psychological impact of workplace bullying, it also has 

serious implications for employees' physical health. In a study that examined the 

association between bullying at work and both psychological and cardiovascular health 

outcomes, Tuckey et al. (2010) used a prospective study design which gathered self

reported data from a group of Australian police officers relating to exposure to bullying at 

work in the past 12 months and: (a) at time one, an assessment of mental health; and (b) 

one year later, both mental health and cardiovascular health. The researchers found that at 

time one, past exposure to workplace bullying was associated with poorer mental health 

status. When cardiovascular health was assessed 12 months later, Tuckey and colleagues 

found that after controlling for age and rank, a significant positive relationship existed 

between past exposure to workplace bullying and poorer cardiovascular health ( as 

evidenced by hypertension and/or cardiac consultation). As there was a significant 

association between past exposure to workplace bullying and poorer cardiovascular 

health, the researchers suggested that the negative effects of workplace bullying on 

cardiovascular health continued up to a year or more following cessation of the exposure. 

As the researchers did not collect data on cardiovascular health at time one of the study, 

they were unable to control for prior differences in cardiovascular health existing at time 

one, which is an important limitation of the present study. The findings of this study 

reportedly supported previous research that indicated employees exposed to workplace 
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bullying have chronic hyper-arousal of the stress response system which can contribute to 

negative cardiovascular health outcomes (Tuckey et al., 2010). Given that cardiovascular 

disease is a leading cause of death and accounts for costly interventions that take a 

financial toll at the individual, organizational, and societal level, the importance of 

controlling exposure to risk factors such as workplace bullying is evident (Tuckey et al., 

2010). 

The costs of workplace bullying are not limited to the individual or to the 

healthcare system. Workplace bullying not only affects individual health but has 

ramifications for the health of organizations in terms of turnover and absenteeism 

(Einarsen et al., 2009); lost productivity and loss of productive workers (Escartin, Zapf, 

Arrieta, & Rodriguez-Carballeira et al., 2011; Lovell & Lee, 201 O); the healthcare system 

with increased costs and medical error (Roche, Diers, Dufield, & Catting-Paul, 2010; 

Vessey et al., 2009) as well as the burden of caring for employees and families affected 

by workplace bullying (Lovell & Lee, 2010); and society (Carbo & Hughes, 2010; Stagg 

& Sheridan, 2010) in terms of its economic impact (Giga, Hoel, & Lewis, 2008b). 

A number of researchers have calculated workplace bullying into dollar figures to 

demonstrate the significance of the problem. For example, in the United States, it was 

estimated that workplace bullying costs organizations $180 million dollars per year 

(Mattice, 2009). For individual organizations, Mattice stated that workplace bullying in a 

Fortune 500 company resulted in losses ofup to $25 million when lost productivity, pay

outs for health benefits, absenteeism, and grievances were calculated. The situation was 

just as dire elsewhere: In the United Kingdom, Giga et al. (2008b) reported that more 

than £ 13. 7 5 billion was lost annually at the organizational level due to absenteeism, 
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turnover, and lost productivity related to workplace bullying. In Canada, an example of 

the immense costs of bullying can be found in legal action taken against Canada's federal 

police force. In this incident, workplace bullying led to litigation resulting in the RCMP 

being ordered to pay almost one million in damages to an employee who experienced 

workplace bullying (Bellett, 2006). 

Strategies to Tackle Workplace Bullying 

In order to tackle workplace bullying, strategies must be multidimensional and 

address the problem at a number of levels, including the target, the person bullying, the 

organization, and legislation. At the level of the target for instance, researchers have 

found promising results from the development of educational interventions. Chipps and 

McRury (2012) found that after the development and implementation of an educational 

session on workplace bullying, employees were better able to recognize and label 

behaviours that constituted workplace bullying. These researchers also report that 

participants in the workplace bullying session developed a learning group which assisted 

them in dealing with difficult situations and that participants continued to use conflict de

escalation techniques they had learned as part of the educational session. 

Another type of educational intervention is the teaching of cognitive rehearsal. In 

a review of the literature, Stagg and Sheridan (2010) found that one of the most 

successful strategies for managing workplace bullying was the use of cognitively 

rehearsed responses to bullying behaviour. Nurses rehearsed and role-played scenarios in 

which they used rehearsed comebacks to bullying behaviours. Participants later stated 

that they were able to confront the person involved in bullying immediately and stop the 
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bullying behaviour before it got out of control. Stagg and Sheridan also indicated that 

assertiveness coaching significantly increased participants' ability to cope with 

workplace aggression. 

A strategy that may be directed toward the person perpetrating the bullying was 

that of restorative justice (Hutchinson, 2009). In this strategy, people who bullied were 

required to "openly acknowledge their wrongdoing and demonstrate acceptance of 

responsibility to make amends into the future" (Hutchinson, 2009, p.150). 

Implementation of this strategy holds the person bullying accountable not only to the 

target but to the coworkers as well (Hutchinson, 2009). 

While often attempted by consultants hired to address workplace bullying (Namie 

& Namie, 2009; Saam, 2010), mediation strategies were not only ineffective but may 

actually have done more harm than good (Saam, 2010). Mediation strategies were 

criticized as ineffective for a number of reasons; the first was that they assumed equal 

power between the target and person bullying (Saam, 2010). This assumption resulted in 

a flawed process as it was generally agreed upon that bullying involved a power 

differential in favour of the person bullying and thereby the target was less able to defend 

against the bullying (Duffy, 2009; Olender-Russo, 2009; Saam, 2010). Namie and Namie 

(2009) indicated that the "private and secret" nature of the mediation process was another 

criticism of mediation (p.211 ). Mediation kept the wrongdoings of the bully behind 

closed doors and ignored the need for the target to receive acknowledgement of the harm 

done. Mediation strategies were contradictory to the restorative justice process 

recommended by Hutchinson (2009) who asserted that perpetrators of workplace bullying 

must be held publically accountable for their actions. 
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Enforceable antibullying policies were another strategy recommended in the 

published literature as a way to deal with workplace bullying (Duffy, 2009; Namie & 

Namie, 2009). To be effective, antibullying policies need to be created in collaboration 

with employees, unions, and organizations. It was suggested that this collaboration can 

help to ensure that anti-bullying policies were seen by employees and unions as credible 

and committed to the well-being of the workforce rather than as a means to prevent 

litigation and protect the organization (Beale & Hoel, 2011 ). These policies must also 

outline unacceptable conduct with examples of bullying behaviour and provide 

consequences for such conduct (Duffy, 2009; Namie & Namie, 2009). In addition, 

policies needed to define the complaint process, assure confidentiality, and include a non

retaliation clause (Duffy, 2009; Namie & Namie, 2009). While a number of researchers 

have highlighted the importance of policies to reduce workplace bullying (e.g., Duffy, 

2009; Namie & Namie, 2009), Beale and Hoel (2011) called into question the 

effectiveness of such policies, as managers are often the perpetrators of the bullying or 

may be bullied themselves and therefore may be unwilling or unable to enforce 

antibullying policies. For these reasons, Beale and Hoel underscored the need for 

antibullying strategies based on the "promotion of dignity and mutual respect at work, 

rather than on implementing policies that focus purely and narrowly on bullying" (p.8). 

Duffy {2009) noted that antibullying legislation is needed to produce broader, 

even national, support for preventing workplace bullying. While the first anti-workplace 

bullying legislation was introduced in Sweden in 1993, other countries have only recently 

begun to follow suit (Hoel & Einarsen, 2010). In Canada, Quebec was the first province 

to introduce legislation specific to psychological harassment at work in 2002, followed 
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by Saskatchewan in 2007, and most recently, Ontario in June of2010 (Ng, n.d.). 

However, in their research on the effectiveness of antibullying legislation, Hoel and 

Einarsen (2010) indicated that while legislation has resulted in workplace bullying 

becoming an issue of importance, it has been far from a cure for workplace bullying. To 

support their stance, Hoel and Einarsen point to the fact that recent statistics indicated 

that the prevalence of workplace bullying was higher in recent years that it was when the 

legislation was first introduced. These researchers have indicated that more work is 

needed to ensure this legislation is successful, such as collaboration between employees, 

unions, organizations, and governmental agencies (Hoel & Einarsen). 

Cross-Cultural Studies of Workplace Bullying 

In a cross-cultural study, authors surveyed Australian and Singaporean employees 

to examine cultural influences on the experience and the consequences of workplace 

bullying (Loh, Resubog, & Zagenczyk, 2010). In this study, the authors found evidence 

that while workplace bullying was perceived as negative and was associated with 

negative consequences for both Australians and Singaporeans, this association was 

moderated by culture. As predicted, workplace bullying was positively associated with 

decreased workgroup identification and with decreased job satisfaction for members of 

both cultures; however, this association was stronger for Australians than Singaporeans. 

The authors attributed this difference to the accepted power differences between the two 

cultures. In Singapore, where a high power distance existed (i.e., a more hierarchical 

society), employees may have been more willing to accept unfair treatment and, thus, 

workplace bullying. In countries such as Australia, where low power differential existed 
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(i.e., a more egalitarian society), researchers concluded that employees were less likely to 

tolerate unfair treatment and responded more negatively to it. While there were 

similarities between how the two cultures experience workplace bullying, it is important 

to note that there are cultural differences that may be present in increasingly diverse 

workforces that may affect interpretation and reaction to some behaviours. 

In order to examine whether workplace bullying was understood similarly across 

different cultures, Escartin et al. (2011) designed a cross-cultural study that compared 

employee definitions of workplace bullying in two countries in different parts of the 

world. In this study, researchers had 126 employees from Spain and 120 employees from 

Costa Rica completed a questionnaire which sought demographic and professional 

information and asked employees to provide a definition of workplace bullying. The 

employees were sampled from both the private sector (55.7%) and the public sector 

(44.3%) and the consisted of 154 females and 92 males. The results of the study indicated 

that while some differences existed between how employees in Costa Rica and 

employees in Spain conceptualized workplace bullying, the similarities outweighed these 

differences. For example, while more employees in Costa Rica described workplace 

bullying as management bullying subordinates (top-down) and more employees in Spain 

described workplace bullying as a phenomenon involving coworkers and subordinates 

(bottom-up), employees from both countries agreed that workplace bullying could occur 

in any direction ( e.g., top-down or bottom up bullying). Even though 90% of the 

employees in Spain described workplace bullying as a psychological phenomenon, 

compared to 70% of employees in Costa Rica, employees in both countries agreed that 
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workplace bullying had a psychological component and no employees defined workplace 

bullying as purely physical in nature (Escartin et al., 2011 ). 

These cross-cultural studies have indicated that workplace bullying was a 

phenomenon that was understood similarly across cultures. While some cultural 

differences existed, Escartin et al. (2011) suggested that workplace bullying is understood 

and perceived similarly enough that strategies used to tackle workplace bullying in one 

culture could be used to tackle workplace bullying in another culture. 

Workplace Bullying and Newcomers 

Despite the burgeoning interest in workplace bullying among researchers from a 

variety of disciplines, there currently exists little research on the experiences of 

workplace bullying among newcomers to a country or region. That which does exist 

found that newcomers were at increased risk for experiencing bullying at work. For 

example, in their study of newcomers in the nursing profession, Hogh et al. (2011) found 

that nurses who were newcomers in Denmark experienced more workplace bullying than 

Danish nursing staff. This relationship, while stronger for newcomers of non-Western 

origin, held true for newcomers of Western origin as well. The researchers found that part 

of the increased exposure to bullying among this group was due to communication 

problems as a result of language barriers and Hogh at al. also found that targets who 

differed most from the majority reported higher rates of exposure to workplace bullying. 

Unfortunately, those who had experienced workplace bullying most recently were more 

likely to report being bullied again. To explain this higher risk of being re-exposed to 

bullying, Hogh et al. stated that people who were distressed were more likely to violate 
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social norms, which further differentiated them from the majority and thereby increased 

their risk of being bullied again. 

The results of the study by Hogh et al. (2011) supported findings of earlier 

research by Ali and Toner (2005) who reported that Caribbean women in Canada were 

more likely to report being exposed to emotional abuse at work than were Caribbean 

women living in the Caribbean. Caribbean women in Canada attributed the emotional 

abuse at work to systemic factors, such as corporate insensitivity, racism, and sexism. Ali 

and Toner linked the increased likelihood of Caribbean women experiencing emotional 

abuse at work in Canada in part to the fact that these women may be isolated and seeking 

employment in a new country without a strong social network. The authors stated that it 

was important to examine this type of abuse from the perspective of culture to assist in 

the development and implementation of appropriate strategies to prevent such abuse in 

the workplace. 

In their study of workplace bullying, Allan et al. (2009) used a case study model 

to explore the experiences of three overseas-trained nurses in the workforce in the United 

Kingdom. Four themes emerged from the researchers' reanalysis of these three 

interviews, which were originally undertaken as part of a larger study: ( a) abuse of 

power, which involved a lack of communication and rudeness from managers towards 

these nurses; (b) communication difficulties, which led to social exclusion when English 

was not spoken with an accent or errors; ( c) emotional reactions to workplace bullying, 

including lowered self-esteem and paranoia; and ( d) action taken against bullying, where 

nurses documented supporting evidence and sought support from their professional 

bodies (Allan et al., 2009). The consequences of workplace bullying for these women 
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were severe and involved social exclusion, a lack of supportive network, and job loss 

resulting in poverty. Allan et al. noted that bullying behaviours in the workplace were 

often normalized and went unchallenged, having significant consequences for targets. 

The authors stressed the need for action at both the individual and organizational level to 

confront the issue of workplace bullying as well as the need to examine values and norms 

of the workplace as a social system. 

Summary 

Definitions and measurements of workplace bullying have been controversial as 

workplace bullying may be conceptually different among researchers and between 

researchers and participants. Carbo and Hughes (2010) developed a new and broader 

definition of workplace bullying that would include behaviours perceived as bullying, 

whether or not the behaviours were repeated. These negative and abusive behaviours 

which socially excluded, threatened, and humiliated the person targeted (Escartin et al., 

2009; S~ 2010), resulted in a power imbalance that whether actual or perceived 

(Saunders et al., 2007; Simons et al., 2011 ), undermined the target both professionally 

and personally (Johnson, 2011; Vesey et al., 2009). In addition to the negative 

consequences for the individual, workplace bullying takes a heavy toll on organizations, 

healthcare, and society (Carbo & Hughes, 2010). 

Workplace bullying is, unfortunately, a common experience for many employed 

people around the world (Lovell & Lee, 2010) and cross-cultural research has suggested 

that although perceptions of workplace bullying are moderated by cultural norms, 
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workplace bullying is understood similarly across different cultures, suggesting it may 

also be addressed in similar ways (Escartin et al., 2011 ). 

As many countries including Canada, depend increasingly on newcomers in the 

labour market (Smith et al., 2009), workforces are increasingly diverse and challenges 

have arisen with regard to integration and communication (Ayoko, 2007). These 

challenges, if not met, may increase newcomers' vulnerability to conflict and bullying in 

the workplace. This may make an already vulnerable population even more vulnerable to 

poor health outcomes. 

Since there is limited research on the experiences of workplace bullying among 

newcomers, this grounded theory study contributed to what is known about workplace 

bullying and shed light on how newcomers address health and work in the context of 

workplace bullying. While quantitative studies have shown that, at least in Denmark, 

newcomers were more likely to experience workplace bullying (Hogh et al., 2011 ), and 

were therefore at risk for the negative health consequences associated with it, quantitative 

studies do not provide a way to study how newcomers are able to address health and 

work when experiencing workplace bullying. Grounded theory, on the other hand, allows 

researchers to explain a phenomenon of interest from the perspective of the participants 

(Montgomery & Bailey, 2007; Wuest, Ericson, & Stern, 1994) with the intent of moving 

beyond description to generate a theory that can account for a pattern of behaviour in a 

given situation (Creswell, 2007). In this study, grounded theory was used to elucidate the 

process of Regaining Control that newcomers use to maintain health and participation in 

the workforce when faced with workplace bullying. 
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Chapter 3: Method 

The purpose of this grounded theory study was to explore and develop a substantive 

theory of how newcomers addressed health and work in the context of workplace 

bullying. 

Objectives 

The objectives of this study were: (a) to explore the experiences of workplace 

bullying among newcomers and how this affected health, health practices and 

engagement in the workforce; (b) to develop a substantive theory about what was most 

problematic about this experience for newcomers; and ( c) to identify organizations and 

systems of help that were in place as well as those that are needed. 

Epistemological Underpinnings of Grounded Theory Methodology 

Grounded theory is based on the ontology and epistemologies of interactionism 

and pragmatism (Bryant & Charmaz, 2007; Charmaz, 2006; Corbin & Strauss, 2008; 

Stem & Porr, 2011 ). While not explicit in Glaser and Strauss' The Discovery of 

Grounded Theory (1967), social interactionism is considered to be intimately connected 

with grounded theory (Charmaz, 2006). Social interactionism posits that individual 

behaviour and societal norms are a function of peoples' interactions with the world and 

the meaning that they attribute to these interactions (Bee~ 2004; Charmaz, 2006; 

Streubert & Carpenter, 1995). Therefore, people have not merely responded to events that 

occurred in life but have actively participated in constructing reality through the 

meanings they gave to events and how they chose to interact with their world (Charmaz, 
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2006). As grounded theory is a method used to explore and uncover social processes that 

come about as people interact with their world, the ties between symbolic interactionism 

and grounded theory are evident (Beck, 2004). 

Pragmatism underscores the importance of knowledge generation for utility and 

practicality over theoretical knowledge (Stem & Porr, 2011; Wuest, 2007). The 

pragmatist view that truth is modifiable based on new information (Wuest, 2007) and 

relative and open to a number of interpretations (Charmaz, 2006) aligns well with the fit, 

work, relevance, and modifiability of grounded theory that are discussed in more detail 

later. In fact, Glaser and Strauss (1967) saw theory as "process" which can be modified 

as new data emerge (p.62). Like pragmatism, the grounded theory perspective holds that 

theory should be derived inductively from the data rather than deductively from a priori 

theory (Glaser, 1978; Wuest, 2007). Due to these similarities, pragmatism is considered 

to provide another foundation for the grounded theory methodology (Wuest, 2007). 

Based on the accepted theoretical underpinnings of grounded theory, I worked 

from the constructivist paradigm. According to Creswell (2007), a paradigm is a world 

view or set of beliefs that guide action. The constructivist paradigm is a worldview in 

which it is recognized that multiple realities exist and that both participants and 

researcher participate in the construction of reality (Charmaz, 2006). 

Charmaz (2009) viewed constructivist grounded theory as an updated version of 

the original. With regard to grounded theory within the constructivist paradigm, Charmaz 

(2009), stated: 

[Constructivist grounded theory] assumes a relativist epistemology, sees 

knowledge as socially produced, acknowledges multiple standpoints of both the 
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research participants and the grounded theorist, and takes a reflexive stance 

toward our actions, situations, and participants in the field setting - and our 

analytic constructions of them. (p.130) 

Although considering grounded theory to fit within a constructivist paradigm, Wuest 

(2007) did not view this as a revision, pointing to the fact that in their original work 

Glaser and Strauss (1967) acknowledged the researcher as a participant in the emerging 

theory and noted that the researcher's theoretical sensitivity will necessarily guide both 

the collection and analysis of data. 

As a grounded theory researcher within a constructivist paradigm my role was: ( a) 

a listener to participants' observations and experiences, (b) a facilitator in their 

expression of those experiences to call further attention to details that informed the 

emerging substantive theory, and (c) a co-creator of a perspective on their experiences as 

I interpreted what was told to me in order to elucidate the main problem. I recognized 

that there is no external reality reflecting specific cultures and that each participant's 

expression of culture may be somewhat unique. Through guided interview conversations, 

the main problem within the context of workplace bullying was brought forth through the 

interviews with participants and was identified through the use of my theoretical 

sensitivity and the grounded theory processes of constant comparison and 

conceptualization of data. 

Research Area 

Grounded theory can be used to study a wide range of research areas as long as 

the study is framed in such a way as to provide adequate flexibility to explore a topic 
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(Corbin & Strauss, 2008). Wuest (2007) indicated that the actual research question in 

grounded theory is brought forth by the participants themselves and therefore only a 

broad research focus is used, rather than a specific research question. The broad focus of 

this proposed study was the experiences of workplace bullying among newcomers. 

The Research Design 

Originally developed by Glaser and Strauss in the 1960s, grounded theory was 

both innovative and revolutionary (Moore, 2009). During a period when research was 

focused on the verification of theory, grounded theory provided a way for researchers to 

systematically develop theory from data (Swanson, 1986). While grounded theory is a 

general method that allows researchers to use either quantitative or qualitative data to 

generate theory, it is used mainly with qualitative data (Glaser & Strauss, 1967). 

Grounded theory provides researchers with a systematic method of exploring and 

understanding basic psychosocial processes used by people to respond to problematic 

experiences (Glaser & Strauss, 1967). 

Glaser (1978) stated that "[t]he goal of grounded theory is to generate a theory 

that accounts for a pattern of behaviour which is relevant and problematic for those 

involved" (p. 93). In order to do this, grounded theory methodology comprises both 

inductive and deductive approaches (Bee~ 2004; McGhee, Marland, & Atkinson, 2007; 

Stem, 1980; Wuest, 2007). As grounded theory emerges from the data, the development 

of theory from data is considered inductive. Inductively, grounded theory moves from 

specific observations that are then coded and grouped into patterns. From these patterns, 

hypotheses and theories are created (Trochim, 2006). The deductive part of grounded 
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theory is the confirmation and refinement of the emerging concepts and relationships 

between these concepts (Streubert & Carpenter, 1995; Wuest, 2007). Deductively, 

grounded theory moves from general hunches about relationships among categories or 

how variation among categories can be explained, to specific observations, which are 

either used to confirm the emerging theory or to modify it through seeking relevant data 

sources (Glaser, 1978; Glaser & Strauss, 1967). 

Grounded theory is different from other research methods in that it is does not 

begin with a theoretical framework but rather leads researchers to uncover theory from 

data that have been systematically obtained and analyzed (Beck, 2004; Corbin & Strauss, 

2008; Dunne, 2011 ;). As grounded theories emerge from the rigorous collection and 

analysis of data, Glaser ( 1978) stated that grounded theories naturally have "grab and 

they are interesting. People remember them; they use them" (p. 4). Grounded theories are 

written at a level that is understandable to participants and the generated theories are 

therefore understood by and useful for, both researchers and lay people (Glaser & 

Strauss, 1967). 

While involving flexibility and creativity (Corbin & Strauss, 2008; Glaser, 1978; 

Glaser & Strauss, 1967), grounded theory provides a systematic set of techniques and 

procedures that are fundamental to producing theory that is grounded in the data 

(Schreiber & Stem, 2001; Streubert & Carpenter, 1995). Grounded theory gives 

researchers the framework to develop theory that was relevant to the population under 

study through theoretical sensitivity and rigorous methods of sampling, data collection, 

constant comparison, coding, theoretical memos, and writing the grounded theory. 
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Theoretical Sensitivity 

Theoretical sensitivity is a fundamental characteristic of the grounded theorist 

(Glaser, 1978; Glaser & Strauss, 1967). Strauss and Corbin (1990) recognized that the 

theoretical sensitivity of a researcher is dependent on a number of factors, such as 

familiarity with the literature and both professional and personal experience. Theoretical 

sensitivity enabled the researcher to "have theoretical insight into his [sic J area of 

research, combined with an ability to make something of his [sic] insights" (Glaser & 

Strauss, 1967, p.46). According to Glaser ( 1978), theoretical sensitivity is a characteristic 

that could be developed over time through interaction with the data and a wide variety of 

literature. Wuest (2007) explained that theoretical sensitivity is based on the individual 

researcher's ability "to have theoretical insights related to the conceptualization of data 

and the relationships between concepts based on personal experience, vicarious 

experience, and knowledge of the theoretical constructions in many disciplines" (p. 247). 

In this grounded theory study, my theoretical sensitivity was informed my 

practice as a nurse and my familiarity with cultures other than my own through work, 

friendships, and international travel. I believe my theoretical sensitivity was helpful 

especially when it came to recruitment, as it facilitated connections with people who are 

new to Canada. I also think that through travel, I have some understanding of what the 

experience of being both new and different is like and that may have helped me build 

rapport with newcomers. 

My theoretical sensitivity also developed from knowledge of the published 

literature as this knowledge enabled me to be more familiar with current understandings 

of workplace bullying, such as the antecedents and consequences of workplace bullying. 
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While I did not use the literature to guide coding, knowledge of the literature allowed me 

to recognize connections, similarities, and differences between what was published and 

what participants in this study experienced. For example, many of the health effects 

described by participants in this study were reported previously in the published 

literature. Constant comparison of the data and coding and my theoretical sensitivity 

helped me to move the data beyond description to a more abstract, conceptual level to 

develop a relevant theory to explain how newcomers manage health and work life in the 

context of workplace bullying. 

Sample 

As the main concern of the participants and how they address this concern is 

unknown at the beginning of a grounded theory study (Artinian et al., 2009), researchers 

often start with convenience sampling to locate participants who have experienced the 

phenomenon of interest (Artinian et al., 2009; Bryant & Charmaz, 2007). Initially, 

"recruitment focuses on ways to access participants who are judged to have a good 

knowledge of the study domain" (Wuest, 2007, p.249). 

From this point, theoretical sampling is used to identify participants who can 

provide further information about aspects of the data that are emerging and allow the 

researcher to further develop the theory (Artinian et al., 2009). Glaser (1978) stated that 

theoretical sampling "is the process of data collection for generating theory whereby the 

analyst jointly collects, codes, and analyzes his [sic] data and decides what data to collect 

next and where to find them, in order to develop his theory as it emerges" (p.36). 

Theoretical sampling involves the researcher seeking out pertinent data in order to 
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saturate codes and refine categories (Channaz, 2006). Theoretical sampling is iterative 

and may involve choosing different sources of data, such as documents, journal entries, 

and different participants as guided by the emerging theory. In this way, the analysis 

stays focused on what is important to participants ( Channaz, 2006) and the researcher is 

able to uncover concepts relevant to the main concern of the participants (Corbin & 

Strauss, 2008). Saturation of the data is said to have occurred when "no additional data 

are being found" (Glaser & Strauss, 1967) or when data are repeated with no new 

information emerging (Beck, 2004). 

I used convenience sampling to invite newcomers who have experienced 

workplace bullying to participate in the study. As this study was designed to fit both the 

financial and time constraints of the Master of Nursing program, data from a small 

sample size of eight participants were collected. Some theoretical sampling was done as 

interview questions were modified to explore emerging areas in subsequent interviews. 

For example, as interviewing continued, I noted that there were some participants who 

reported no negative effect on their health. This led me to ask more specific questions as 

some of those participants described being frustrated, stressed, or feeling excluded upon 

further probing, possibly indicating different understandings of health. When participants 

did not feel there was any negative effect from workplace bullying, I also explored how 

they were able cope so well when confronted with workplace bullying. In other instances, 

participants had talked about being unsure how to label certain behaviour and wondered 

whether the behaviour they were experiencing was acceptable, if it was it discrimination, 

racism, or bullying. This allowed me to check in with subsequent participants about how 

they identified and interpreted their experiences. 
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Eligibility Criteria 

To be eligible to participate in the study, participants had immigrated to Canada 

from another country either as permanent or non-permanent residents. Participants were 

at least 19 years of age and were able to participate in an English interview. Participants 

had working experience in Canada and had experienced bullying in the workplace since 

their arrival to Canada. 

Sample Size 

As it is impossible to know in advance the main concern of the participants and 

how they resolve this concern (Artinian et al., 2009), there is no way to predict the 

sample size in grounded theory. In grounded theory research, sample size is dependent on 

data saturation, which is reached when no new categories emerge from the data ( Glaser, 

1978). 

As this study was conducted as a thesis in the Master of Nursing Program and 

time constraints had to be considered in the process, a sample size of eight participants 

was obtained, with recognition that saturation of some codes may not have been reached; 

however there was repetition in codes. For example, powerlessness experienced by 

participants was evident across the interviews conducted. Issues around language and 

racial discrimination commonly contributed to this powerlessness, while other codes, 

such as immigration status, occurred less frequently within the data, but were nonetheless 

an important influence on participants' perceived powerlessness. Perhaps a larger sample 

of newcomers could have resulted in this code being further saturated. 
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Recruitment 

To begin recruitment of participants, I initially approached cultural and newcomer 

associations in various cities around New Brunswick. Some of these associations notified 

members via their email distribution lists. 

Participants were also invited to participate in the study through posters 

(Appendix A) and brochures (Appendix F) placed in public areas at universities and 

cultural associations in various cities in New Brunswick. Posters contained information 

about the study and provided contact information, including an e-mail address created for 

the purposes of this study and a phone number to an office at the university. Later, as the 

email distribution lists and posters at the above mentioned locations were not successful 

in participant recruitment, I also sought other public places to put up posters, such as 

public bulletin boards at grocery stores, public libraries, and churches in various cities. I 

also posted information about the study to the university e-mail system. Snowball 

sampling proved the most useful method of recruitment as participants had the 

opportunity to refer others to the study and led to capturing participant stories from four 

Canadian provinces. Recruitment took place over a period of approximately six months. 

For individuals who wished to participate in an interview, we made arrangements 

to meet at an agreed place and time convenient to both the participant and the researcher. 
\ 

The study was explained in a letter of information for prospective participants (Appendix 

B) and verbally upon meeting with the participant. I obtained informed consent 

( Appendix C) prior to participation in the interview and reiterated that participation was 

entirely voluntary and that participants were able to withdraw from the study at any time 

without coercion. None chose to do so. 
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Data Collection 

I collected demographic data (Appendix D) and data on the experience of 

workplace bullying using semi-structured recorded interviews (Appendix E). The 

interviews were approximately 60 minutes long and were conducted at a time and place 

agreed upon with participants. Participants were asked if they would agree to a second 

interview as necessary to confirm findings and refine the theory as it emerged. Two 

second interviews were completed to confirm findings. The format of the interview and 

relevant information regarding cross-cultural interviewing are discussed below. 

Semi-structured Interview 

I obtained informed consent prior to the beginning of each interview. Interviews 

began with an introduction to me and to the focus of the research study. I explained to 

each participant that I would like to record the interview so as to allow me to not miss 

any important information. All participants were agreeable to a recorded interview. 

Corbin and Strauss (2008) suggested that beginning by asking a few informal 

questions may help the participant relax and feel more comfortable in the interview. 

Roulston (2010, p. 44) stated that making participants feel comfortable is an important 

role for the researcher and can be done by being prepared for the interview ( e.g., knowing 

what you want to ask); by attending to the formulation of questions ( e.g., using open

ended questions, such as "Tell me about your experience of [workplace bullying]." or 

"Can you give me an example of ... ").; and by being a good listener (e.g., follow-up on 

unclear or uncertain meanings by asking, "You mentioned_. Tell me a bit more about 

what you mean by that term." or "You told me_. Is that accurate?"). 
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I used an interview guide to direct questioning and for follow-up probes and used 

the techniques identified by Roulston (2010). As the interview was semi-structured, the 

goal was not to ask all of the questions, and not all of the questions were asked at all 

times and were not necessarily asked in the order indicated on the guide. It was 

recognized that some questions would change as the theory emerged. One question that I 

added was, "What was the most difficult part of this experience for you?" I added this 

question to help me to identify the main concern for participants. 

Demographics 

Recorded demographic information may help explain variation in the study as 

well as provide information for theoretical sampling (Wuest, 2007); however, opinions 

about whether to obtain demographic information at the beginning or end of the interview 

are mixed. Swanson (1986) recommended that researchers obtain demographic 

information at the end of the interview, as presumably a rapport has been established 

between researcher and participant and questions regarding age, education, and 

profession will be less intrusive. However, some researchers have found that obtaining 

demographics at the beginning of interviews can be useful as an ice-breaker as it gives 

participants a chance to respond to things they know with some level of comfort and it 

may also alert the interviewer to issues to pursue during the conversation (Dr. Judy 

MacIntosh, personal communication, November 28, 2011 ). I chose to collect 

demographic information at the beginning of the interviews as this is what felt most 

comfortable to me. 
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Cross-cultural Interviewing 

As I had expected to interview people from cultures different from my own, I 

sought information to assist my development of cultural awareness for the interview 

process. Birks, Chapman, and Francis (2007) noted the limited published literature on 

interviewing cross-culturally and their article provided guidelines that I was able to use to 

support this development. The authors identified three main factors that can influence the 

interview process with a person from a culture that is different from the culture of the 

researcher: researcher-specific factors, participant-specific factors, and context-specific 

factors. 

Researcher-specific factors included such things as interviewing skills, which 

developed through reading about interviewing as well as participating in interviewing. 

Prior to beginning the Master of Nursing Program, my interviewing skills had been 

related to my nursing practice. Birks et al. (2007) stated that in-depth interviewing 

required for research purposes is different from that with which nurses are familiar; I feel 

that my experience gave me a starting point from which to develop my interviewing skills 

for research purposes. In addition, as a graduate student I had the opportunity to work as 

a graduate research assistant and was able to further develop my interviewing skills for 

research through having observed two and completed two more grounded theory 

interviews. 

In addition to interviewing skills, Birks et al. (2007) indicated that communication 

skills are an important requirement for conducting effective interviews for research. The 

authors suggested the use of examples or rephrasing to clarify questions. Birks et al. 

cautioned the researcher against modifying her communication style to the extreme ( e.g., 
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repeating questions and over-simplifying statements too much), as this may appear 

patronizing. Researchers should also use singular open-ended questions, by which the 

authors meant that researchers should not ask more than one question in each sentence as 

this can result in confusion and the loss of information. I found that the use of examples 

and rephrasing were helpful when a participant was unclear of the question being asked. 

Participant-specific factors identified by Birks et al. (2007) related to anxiety and 

English-proficiency. The authors suggested informal questioning as a way to build 

rapport and decrease anxiety about being interviewed. As an example, for their study, 

Birks et al. asked participants how they chose nursing as a profession and noted that this 

increased the level of trust between participant and researcher. For my research, this 

question was modified to ask participants how they chose to come to Canada or a chose a 

particular profession. I found that I was able to build rapport with participants early, even 

as I introduced myself and explained the purpose of the study. 

While not specific to cross-cultural interviewing, Wuest (2007) indicated that 

participants will discuss what is most salient to them and may have little to say in 

response to questions they deem less significant. In this situation where a participant had 

little to say in response to a question, I used follow-up probes to elicit more information 

(Appendix E). 

In their experience of interviewing cross-culturally, Birks et al. (2007) called 

attention to the fact that participants may be reluctant to be recorded if they feel their 

English is imperfect or they may make mistakes. The authors found that reassurance by 

the researcher regarding the confidentiality as well as the ability to be understood may 

allay apprehensions. It may also help to disclose that their English is likely much better 
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than your use of their language, to help participants relax. Active listening and the use of 

probing questions, such as those outlined by Roulston (2010), are also highlighted as 

important methods of increasing rapport during the interview. I assured participants in 

this study that confidentiality would be maintained and all participants were willing to 

participate in recorded interviews. All participants were able to speak English 

proficiently; however, due to accents it was sometimes difficult to understand what was 

said. In this case I would ask the participant to repeat. At other times, it was me who was 

misunderstood. I noted that this was usually when I asked very long questions or 

confounded the question by inserting examples too early. I tried to modify this by asking 

the question and then only using examples if necessary. 

Lastly, Birks et al. (2007) and other researchers (e.g., Wuest, 2007) have indicated 

the importance of context-specific factors such as a location for the interview that is 

quiet, comfortable, convenient, and free of interruptions. Timing is also important and 

interviews scheduled successively may reduce the ability of the researcher to reflect on 

interviews or adequately prepare for the next interview (Birks et al., 2007). I scheduled 

interviews, in conjunction with the participant, at a time and location that was mutually 

convenient. I kept in mind the demands of interviewing, so that I did not schedule more 

two interviews on any day and left at least two hours between consecutive interviews so 

that I would have time to reflect and make a memo on the completed interview. 

Data Analysis 

When conducting a grounded theory study, researchers are involved in the 

processes of data collection and analysis simultaneously through the techniques of 
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constant comparison and coding (Bee~ 2004; Streubert & Carpenter, 1995). The 

techniques of constant comparison and coding are described in more detail below. 

Constant Comparison 

Glaser and Strauss ( 1967) described constant comparison as "a strategic method 

for generating theory" (p.21 ). Constant comparison involves comparing each incident to 

other incidents to develop categories from the data (Artinian et al., 2009; Beck, 2004). 

This constant comparison method of analysis begins at the onset of the research study and 

occurs simultaneously with data collection (Beck, 2004; Glaser & Strauss, 1967; 

Streubert & Carpenter, 1995). For example, after open coding (in which each line of the 

transcript was coded) of the first interview transcript, I compared the codes generated 

with each other. Codes that were similar were grouped together into categories, known as 

conceptual categories (Stem & Porr, 2011 ). Once open coding of a second interview was 

completed, I compared the codes within that interview with those generated from the first 

interview. This process was repeated for all eight interviews. 

According to Glaser and Strauss, the constant comparative method of analysis can 

be used to study social units of any size and offers a number of advantages to the 

researcher: (a) accurate evidence- data can be compared to each other to validate facts; 

(b) empirical generalizability- improves the ability of the theory to predict and explain; 

( c) specifying a concept- allows researchers to distinguish concept under study from other 

similar concepts; ( d) verifying theory- comparative data can be used to test hypotheses 

and theory, but Glaser and Strauss warn against this being the sole purpose of 

comparative analysis as it hinders the development of a "more rounded and more dense 
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theory" (p.27); ( e) generating theory - the "main goal" of comparative analysis according 

to Glaser and Strauss (1967, p.28). 

Coding 

Coding is defined as the process of conceptualizing or forming concepts from the 

data (Beck, 2004; Glaser, 1978). Coding in grounded theory involves both substantive 

coding and theoretical coding (Glaser, 1978). 

In grounded theory, substantive coding begins with open coding, in which 

everything is coded to identify "as many codes as possible" (Artinian et al., 2009, p. 55). 

Open coding involves line-by-line analysis of the data (Glaser, 1978). Coding at this 

stage is considered level I coding and often involves the use of in vivo codes, which use 

the participants' own words to fracture the data (Beck, 2004). I used the method 

suggested by Wuest (2007) that recommended the use of in vivo codes as they allow the 

researcher to "stay close to the data" and "reflect what is going on'' (p.254). The next step 

in substantive coding is selective coding or level II coding that involves conceptualizing 

data, or making the data more abstract. To do this, I grouped similar level I codes 

together to form categories, as categories represent a more abstract representation of the 

data (Beck, 2004; Wuest, 2007). At this stage of the coding process, I asked myself three 

types of questions proposed by Glaser (1978) at this stage: (a) "What is this data a study 

of?" (b) ''What category does this incident indicate?" and (c) "What is actually happening 

in the data? (What is the basic social psychological problem(s) faced by the 

participants?) " (p. 57). 
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Codes became categories as I recognized relationships between various codes. To 

illustrate this, several codes related to bullying behaviours experienced by participants 

were grouped together under the category, Tactics, while codes that related to the effects 

of workplace bullying were grouped together under the category, Effects, which was 

further broken down to categories such as Effects on Work and Effects on Health. Codes 

related to what participants did to address the tactics and effects of workplace bullying 

were categorized as taking action, which was broken down further into standing up and 

seeking help. The core category was identified as a code which occurred frequently 

within the data and related to many other categories. This method of coding from specific 

incidences to create codes and categories helped me to move beyond description of the 

data to a conceptual level to develop the theory of how newcomers manage health and 

work when they experience workplace bullying. 

Theoretical coding, also called level II coding, follows substantive coding. 

According to Artinian et al. (2009), theoretical coding involves relating substantive codes 

to each other in a systematic way. Theoretical coding allows researchers to move beyond 

description and to integrate the fragmented data from substantive coding into a 

hypothesis or theory (Glaser, 1978). Glaser (1978) outlined 18 overlapping coding 

families to assist grounded theorists to theoretically relate and conceptualize emergent 

codes within the data. Glaser described these 18 coding families and stated that the 

fundamental elements of theoretical coding are what he calls the "six C's: causes, 

contexts, contingencies, consequences, co-variances, and conditions" (p.74). I used the 

6cs for helping to move the data to a conceptual level and to guide further theoretical 

sampling and data collection which allowed me to confirm hunches and begin to saturate 
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categories. I sampled the literature at this point to check if my emerging theory and 

categories were supported by what was already in the literature. 

In this part of the coding process, I selectively coded for the core category. My 

focus here was to identify only categories which related directly to the core category and 

further data collection and sampling was guided by the core category. To selectively code 

for the core category, Glaser (1978) stated that the researcher must actively look for this 

category by identifying the "main theme" (p.94). While Glaser listed nearly a dozen 

criteria that must be met in order for a category to be a core category, the following three 

criteria provide a summary of these criteria. In order to be a core category, a category 

must: (a) be central- that is, it must be related to many other categories and be able to 

relate easily to these other categories without being forced; (b) occur frequently in the 

data; and ( c) take more time to saturate as it occurs so often and is related to so many 

other categories (Glaser, 1978). I attended to these qualities when searching for a core 

category or main theme of the data. The core category of powerlessness which I 

identified in the data was a category that occurred frequently and related easily to many 

other categories. 

Basic Social Processes 

A type of core category that I was aware of when coding was the basic social 

process (BSP). A BSP was defined by Glaser ( 1978) as a core category that consists of 

two or more stages. Whereas a BSP has two or more stages corresponding to a process 

that "occurs over time and involves change over time," core categories do not ( Glaser, 
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1978, p.97). While a BSP always has core categories, not all core categories represent a 

BSP (Glaser, 1978). 

The core category that I identified was powerlessness. Participants worked to 

address this powerlessness through the process of Regaining Control. The process of 

Regaining Control had three stages which occurred and changed over time as necessary 

for a core category to represent a basic social process as defined by Glaser (1978). The 

first stage of the process involved making sense. This took place as participants asked 

themselves, "What's going on here?" The second stage of the process of regaining 

control was taking action, which involved standing up or confronting the person bullying 

or seeking help or reporting the bullying to a manager or human resources. The third 

stage, moving on involved either choosing to stay in the workplace or leaving the 

workplace. This process will be described in more detail in Chapter four. 

Memo Writing 

Theoretical memos are considered by Glaser (1978) to be integral to the grounded 

theory process. Charmaz (2006) described theoretical memos as "the pivotal intermediate 

step between data collection and writing drafts of papers" (p. 72). Charmaz indicated that 

memos are a way to record thoughts, comparisons, connections, questions, and new 

directions in the research process. Glaser indicated that memos are a way to undo 

preconceived ideas of the researcher and that memos should be recorded immediately 

when an idea occurs. Memos should be kept separate from the data so as not to confuse 

them with perspective of the participant (Glaser, 1978). Glaser and Strauss (1967) 

suggested that when coding, should researchers find themselves thinking about conflicts 
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in data or theoretical ideas, that they stop coding and write a memo to record their 

thoughts and hunches. I wrote memos after interviews and throughout the data collection 

and analysis process. I found it useful to stop coding as theoretical ideas and hunches 

occurred about how codes and categories related to each other. I was then able to return 

to those memos to confirm or modify theoretical ideas as the theory emerged from the 

data. 

Reflexivity 

While it may be difficult for researchers to ignore what they already know about a 

topic (Charmaz, 2006; Elliott & Jordan, 2010), researchers need to be aware of how their 

knowledge and experience may influence the research process (Elliott & Jordan, 201 O; 

McGhee et al., 2007). For this reason reflexivity is an important aspect of grounded 

theory research as it can help researchers be aware of their preconceptions and stay open 

to ideas that are not necessarily congruent with their own (Corbin & Strauss, 2008; Elliott 

& Jordan, 2010; McGhee et al., 2007). While grounded theory has the constant 

comparative method to correct for researchers' preconceptions (Elliott & Jordan, 2010), 

Glaser (1978) and others (e.g., McGhee et al., 2007), advised that memo-writing be 

employed to function as yet another strategy to limit the influence of pre-existing ideas 

and improve reflexivity. 

In order to enhance reflexivity, I used both the constant comparison method and 

memo-writing. The constant comparative method of comparing data to other data 

throughout the study, allowed me to check my understanding of the data and to confirm 

and modify hunches about the emerging theory. I also wrote memos throughout data 
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collection and analysis, as a strategy to capture notions about relationships within the 

data. 

Writing Grounded Theory 

The writing of the grounded theory report is considered to be an important piece 

of the grounded theory process ( e.g., Channaz, 2006; Glaser, 1978; Wuest, 2007). Both 

Wuest (2007) and Charmaz (2006) see the writing of grounded theory as integral to 

analysis and have noted that the process of writing the grounded theory provided 

grounded theorists with the opportunity to revisit the data and confirm and modify the 

emerging theory. Writing grounded theory was not straightforward, however, and Wuest, 

stated that grounded theorists must be careful to avoid the pitfall of writing only 

descriptively rather than conceptually. While Glaser (1978) recognized that grounded 

theorists can "easily slip into excessive description," (p. 133), he also noted that this can 

be avoided by "making theoretical statements about the relationship between concepts, 

rather than writing descriptive statements about people" (p. 133). 

Wuest (2007) offered a practical strategy to assist budding grounded theorists to 

avoid writing descriptively in which she recommended that the first draft should not 

include examples from the data or literature to illustrate the theory. Alternatively, writers 

should focus on providing a conceptual discussion of the theory that can stand alone. 

Examples, or conceptual indicators, from the data can then be added sparingly into the 

second draft. Wuest reminded the reader that ''the goal of grounded theory is not to 

accurately describe an individual experience. Rather it is to construct a middle range 

theory that explains how the basic social problem is processed" (p.261 ). In a third draft of 
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the report, the writer can discuss how examples from the literature support the emerging 

theory. 

I used the advice offered by Wuest (2007) in that in writing the grounded theory, I 

first left out examples from the data in order to focus on a conceptual discussion of the 

data. After the first draft was developed, I sought to include participants' quotes to 

illustrate the parts of the theory. In the third draft, the published literature was sought to 

inform the emerging theory of regaining control. 

Trustworthiness 

Glaser and Strauss (1967) and Glaser (1978) outlined four criteria for judging a 

grounded theory: fit, work, relevance, and modifiability. Fit implies that the categories 

are based on what the data has indicated and not on preconceptions of the researcher 

(Glaser, 1978) and represent what is actually going on (Glaser & Strauss, 1967). In other 

words, the categories correspond faithfully to the reality of the participants (Artinian et 

al., 2009). Glaser expanded on this concept by stating, "[ d]ata should not be forced or 

selected to fit pre-conceived or pre-existent categories or discarded in favor of keeping an 

existing theory intact [sic]." 

A theory works when it is able to explain behaviour in the area of study ( Glaser & 

Strauss, 1967). Work indicates that a theory accounts for a pattern of human behaviour, 

predicts future behaviour, and interprets what is occurring in the area under study 

(Glaser, 1978). Whether or not a theory works, Glaser (1978) explained, is dependent on 

both fit and relevance. 

55 



Relevance is at the heart of grounded theory. Relevance is achieved in grounded 

theory because grounded theory "allows core problems and processes to emerge" (Glaser, 

1978, p. 5). Rather than employing a pre-existing theory to explain a phenomenon 

(Glaser, 1978; Stem, 1980), grounded theory is guided by the fimdamental question, 

"What is actually happening in the data?" (Glaser, 1978, p. 57). Therefore, one of the 

main strengths of grounded theory is the ability to identify core problems and processes 

that emerge from the data (Artinian et al., 2009; Glaser, 1978). Researchers using 

grounded theory, who begin knowing little about an issue, use participants' data to 

develop a theoretical understanding of what is problematic for participants and how they 

address that (Glaser, 1978). Moving from the descriptive level to the conceptual level, 

grounded theory allows the researcher to develop theory based on a core category that 

explains a behaviour that is of relevance to the population of interest (Artinian et al., 

2009). 

As new data are collected and analysed the theory is able to be modified, ensuring 

grounded theory has the fourth attribute outlined by Glaser (1978) of modifiability. 

Modifiability, according to Artinian et al. (2009), assures the core category identified by 

the researcher fits the situation and works to explain the behaviour under study. 

In addressing the established criteria of reliability and validity in research, 

Artinian et al. (2009) point to Glaser's more recent work in which he addressed the 

credibility, transferability, external validity, dependability, and confirmability of 

grounded theory studies. According to Artinian (2009), Glaser indicated that the four 

criteria of grounded theory (i.e., fit, work, relevance, and modifiability) make certain that 

the theory produced is credible. Glaser and Strauss ( 1967) also addressed credibility in 
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grounded theory, stating that the theory description is credible when it has grab or when 

readers are able to feel as though they were a part of the action. In addition, Glaser and 

Strauss indicated that the constant comparative method, in detailing similarities and 

dissimilarities, increases the credibility of grounded theory. 

As grounded theory is based on the conceptualization of what is happening rather 

than a description, grounded theories have the ability to transcend time, place, and people 

and therefore have transferability (Artinian et al., 2009; Glaser, 1978). With regard to 

external validity and dependability, grounded theory can be generalized and trusted 

because the use of use of constant comparison (Artinian et al., 2009). As grounded theory 

is based on the conceptualization of what is happening rather than a description, 

grounded theories have the ability to transcend time, place, and people and therefore have 

transferability (Artinian et al., 2009; Glaser, 1978). Glaser was not concerned with the 

confinnability of a grounded theory study as he considered that new data did not discredit 

a theory but instead served to build upon and modify the existing theory (Artinian et al., 

2009), illustrating the modifiability of the theory. 

I used the constant comparative method of grounded theory to compare data that 

was simultaneously collected and analyzed. This allowed me to check my understanding 

of what is happening in the data ( as noted in my codes and memos) and to either confirm 

or modify the theory as it emerged. This process ensured that the theory that emerged had 

fit and grab, worked, and was relevant. 
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Ethical Considerations 

In order to maintain the integrity of research and to protect study participants, I 

followed the guidelines set forth by the Tri-Council Policy Statement (TCPS). The TCPS 

is a joint policy statement of three federal agencies in Canada: Canadian Institutes of 

Health Research (CIHR); Natural Sciences and Engineering Research Council of Canada 

(NSERC); and Social Sciences and Humanities Research Council of Canada (SSHRC) 

(CIHR, NSERC, & SSHRC, 2010). The TCPS mandate is to "promote research that is 

conducted according to highest ethical standards" (CIHR et al., 2010, p.5). 

The fundamental tenet of the TCPS is respect for human dignity (CIHR et al., 

2010). To respect human dignity, CIHR et al. stated that "research involving humans be 

conducted in a manner that is sensitive to the inherent worth of all human beings and the 

respect and consideration that they are due," (p.8). In order to ensure this respect for 

dignity is maintained, CIHR et al. have mandated three core principles in the TCPS: ( 1) 

respect for persons; (2) concern for welfare; and (3) justice. 

The first principle of the TCPS is the respect for persons. This principle is meant 

to ensure that individuals are valued, respected, and given the consideration that they 

inherently deserve (CIRH et al., 2010). In the TCPS2, it was resolved that researchers 

have a moral obligation to respect an individual's autonomy. To ensure the autonomy of 

participants, researchers obtain inf onned consent. Participants invited to participate in the 

study were at least 19 years of age and had the ability to understand and speak English . 

. The consent form was written at approximately a grade six level. To ensure 

understanding of the informed consent process, I read through the letter of information 

with each participant. Participants who agree to be interviewed were asked to sign a 
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consent form prior to the commencement of the interview and a copy of the consent form 

was also provided to participants. 

The second principle of the TCPS, concern for welfare of research participants, 

involves reducing the potential for harm that may affect a person's physical, mental, 

spiritual, social, and economic well-being. According to the TCPS, determinants of 

welfare include privacy and confidentiality (CIHR et al., 2010). To guarantee privacy and 

maintain confidentiality of participants in this grounded theory study, I removed all 

identifying information from the transcribed interviews. I transcribed the interviews 

verbatim and I deleted the recordings following transcription, once a second review of the 

recording was completed to ensure accuracy. The transcriptions were kept in a locked file 

cabinet that only I could access. Files relating to the study were kept on my computer 

which was password protected. 

In addition to privacy and confidentiality, I protected the welfare of the 

participants by being prepared to offer support in locating counselling services within the 

community should a participant become emotionally upset when discussing their 

experience and express the need to seek professional counselling services. Should a 

participant have become upset during the interview, the participant would have had the 

option to stop the interview and decide whether or not to continue the interview at that 

time or in the future. While it was evident during interviews that the experience of 

workplace bullying was difficult, no participants became emotionally upset during 

interviews. One participant stated that this was the first opportunity she had to share this 

experience outside of her immediate family and felt the interview process was beneficial. 
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The third principle of the TCPS is justice. This principle ensures the equitable 

distribution of the benefits and burdens of research among individuals, groups, and 

communities (CIHR et al., 2010). Justice not only applies to those who participate in 

research but also to the fair treatment of individuals who choose not to participate in 

research or who withdraw participation from research (Polit & Beck, 2008). The principle 

of justice is applied through respectful, courteous treatment to individuals whether they 

choose to participate in research, decline participation, or withdraw participation from a 

study (Polit & Beck, 2008). Participation in the study was completely voluntary. Should 

participants have wished to withdraw consent at any time during the study, they could 

have done so. Those individuals who would have chosen not to participate or to have 

withdrawn from the study would have continued to be treated with respect and without 

discrimination. I reminded each participant of the right to withdraw from the study or 

refuse to answer any questions prior to the commencement of the collection of 

demographic data and again at the beginning of the recorded interview. 
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Appendix A 

Seeking Participants 

To talk about the Experience of Workplace Bullying 

Have you moved to Canada 
from another country? 

Are you 19 years or older? 

Have you experienced bullying 
at work? 

If you would like to talk about 
your experiences for 60-90 
minutes~ please call or email. 

This study may help to: 

Understand newcomers' 
experience of the workplace 
and bullying 
Increase what we know 
about bullying in the 
workplace 

All information will be kept private 

Participation is your choice 

You may refuse to answer 
questions or stop taking part at any 
time you choose 

Workplace Bullying Study 

Phone: 506-451-6831 • Email: wpbstudy@gmail.com 

This oroiect has been aooroved bv REB and is on file as REB# 2012-015 
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AppendixB 

Experiences of Workplace Bullying Among Newcomers in New Brunswick: 

A Grounded Theory Study 

Letter of Information 

You are being asked to take part in a study about the experience of bullying at work. The 

study is being carried out by a Masters of Nursing Student at the University of New 

Brunswick. The purpose of this study is to understand how bullying at work affects 

health among people who are new to the province. 

Taking part in the study means that I will talk to you one or two times. The first time, we 

will talk about your experience of bullying at work and your health. We will meet in a 

place and at a time that you and I choose. This will take about 60 to 90 minutes. If you 

agree to a second meeting, I will share with you what I have learned and you can tell me 

what you think. 

Talks will be recorded. Recordings will be typed into a paper copy. To protect your 

privacy, I will not use your name or information that can identify you. A number will be 

put on each questionnaire and interview. All recordings and paper copies will be kept in a 

safe place that will only be accessible by me. Identifying information will be kept 

separately and accessible only to me. Audio-recordings will be erased at the end of the 

study. Paper copies will be kept for five years and then destroyed. Should your data be 

used for other analysis, ethical approval will be sought. 
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This study may help to understand newcomers' experience of the workplace and 

bullying. It will also increase what we know about bullying in the workplace and may 

help to improves services for newcomers. Talking about the experience of workplace 

bullying may be upsetting. Should you become upse4 I will 'help find you support. 

You are free to choose to take part in this study. You may decide not to take part in the 

study at any time. You do not have to answer any questions you do not want to answer. 

What you say is private, within the extent of the law. 

If you would like to take part in this study, please sign the attached consent form. You 

may also indicate consent on the audio recording if you do not want to sign. 

If you want to more information, please contact me. This study is self-funded. 

Serena Jones Charbachi 

Email: wpb.study@gmail.com 

phone: 451-6831 

If you would like to speak with someone not involved in the study, please contact Dr. 

Kathy Wilson, Dean of Graduate Studies, Faculty of Nursing, UNB at 458-7640. 
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Appendix C 

Consent Form 

Experience of Workplace Bullying Among Newcomers to New Brunswick: 

A Grounded Theory Study 

Researcher: Serena Jones Charbachi 

Phone: (506)-451-6831 University ofNew Brunswick, Master ofNursing Student 

I have read the letter of information ( or had it read to me). I know what the study is 

about. I can refuse to answer any questions. I can stop the meeting at any time. My part in 

this study is voluntary. I can withdraw from the study at any time. 

I have been given a copy of the letter of information and consent. I know that this study 

has received ethical approval from the University ofNew Brunswick (REB # 2012-015). 

All of my questions have been answered. I agree to take part in this study. 

Participant's name:----------------

Signature: -------------------

Date: ---------------------
Interviewer's name: -----------------

Signature:--------------------
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AppendixD 

Experiences of Workplace Bullying Among Newcomers in New Brunswick: 

Code Number: 

A Grounded Theory Study 

Demographic Information 

Date: ------- ------

General 

I.Age: __ _ 

2. Lives in: ___ Cityff own/Community Province ----

3. Are you a member of a visible minority group? Yes No 

4. What is the language spoken at home? _________ _ 

5. Where was your home before coming to New Brunswick? ______ _ 

6. When did you arrive in Canada? In New Brunswick? _____ _ 

7. Marital Status: Single Married Widowed Divorced 

Other ----

8. Are you responsible for anyone (family, children, etc)? 

9. Do you have health problems? Yes No 

If yes, list __________________ _ 

Education and Employment 

1. Highest educational level completed ___________ _ 

2. Were any of your studies completed in Canada? (circle) Yes No 

If yes, please specify ________ _ 
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3. What is your current employment status? (circle) 

full-time part-time casual/seasonal unemployed 

If employed, length of time in current workplace. _____ _ 

4. Occupation 

What type of work do you do? --------------

Is this the same type of work you did before coming to New Brunswick? 

yes no 

If no, what did you do prior to coming to New Brunswick? 

5. Do you have health benefits at work? (check all that apply) 

health insurance 

__ employee assistance program 

none of the above 

Summary 

___ sick leave 

___ other types of leave 

1. Would you like to have a copy of the findings when the study is finished? 

Yes No 

2. Address to send findings (if applicable): -------------

(Adapted from Men's health promotion and work engagement study in the context of 

workplace bullying by MacIntosh, Wuest, & Bulman) 
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AppendixE 

Experiences of Workplace Bullying Among Newcomers to New Brunswick: 

1. Introduction. 

A Grounded Theory Study 

Semi-Structured Interview Guide 

2. Please tell me about your experience of workplace bullying in Canada. 

Follow-up probes: Can you think of anything that might have triggered the 

bullying? Could you figure out why this happened to you? 

3. How has this experience affected you? (Follow-up with questions 4-7). 

4. How has this experience affected your health? 

Follow up probe: Have existing health conditions worsened? Example-diabetes, blood 

pressure, changes in eating habits, weight loss/gain, sleeping habits, depression, anxiety. 

5. How has this experience affected your ability to work? 

Follow up probe .... Sick leave, unable to find employment 

6. How has this experience affected your family? Please explain. 

Possible follow-up probes: have you noticed any effects on relationship with your 

spouse, children, others; what you do at home or socially? 

7. How has this experience affected other parts of your life? Please explain. 

Possible probe: has it affected your social interactions, recreation or 

entertainment, religious or cultural practices, time with friends, finances? 
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8. What made this situation better (or helped you get through it)? 

Follow up probe: Did you take any actions at work? For example, talk to your 

employer or union, other? Was this helpful? Did you have other support ( ex. 

coworkers,friends,family)? 

Can you think of what might have helped you deal with the bullying? 

Can you think of what others could have done to help you deal with it? 

9. Were you able to recognize the bullying behaviour right away? How prepared did you 

feel to deal with this behaviour at work? 

I 0. What things made it worse? 

11. What do you usually do to look after your health? Did any of this change because of 

workplace bullying? 

12. Had you experienced bullying at work before coming to Canada? Where? 

Possible probes: What was the effect on you? What did you do? What was the 

outcome? 

13. Had you ever witnessed bullying at work before coming to Canada? Where? 

Possible probes: What was the effect on you? What did you do? What was the 

outcome? 

14. Have you seen differences in work here compared to before you came to Canada? 

Was it difficult to recognize bullying here? Is bullying in the workplace the same in_ 

( country before coming to Canada) Are there differences? 

15. How would you describe workplace bullying? 

83 



16. How do you feel that cultural differences played a role in your experience of 

workplace bullying? 

17. Is there anything else I should know that would help me understand your experience 

with workplace bullying? 

18. Thank you for your participation. 
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Chapter 4: Manuscript 

Abstract 

Workplace bullying is unwanted, unwelcome abuse of any power that has the 

effect or intent to intimidate, control, or strip targets of their dignity and rights at work. 

Recent research has shown that newcomers (those who have moved to a country as 

permanent or non-permanent residents) are disproportionately at risk of experiencing 

workplace bullying. To date, research on newcomers' experience of workplace bullying 

is limited. In this grounded theory study, experiences of eight newcomers to Canada 

were explored and the three-stage basic social process of Regaining Control was 

identified. This study revealed that workplace bullying and discrimination are 

overlapping and that, for newcomers, workplace bullying often involves subtle racial 

and discriminatory undertones. Unique to newcomers is that their immigration status, 

language, and culture can play a role in how they are affected by workplace bullying. 

This study offers insights into how newcomers protect and promote their health when 

workplace bullying is experienced and explores implications for workplace practices 

and healthcare professionals. 

85 



Newcomer's Experience of Workplace Bullying in Canada 

As of 1996, one in six Canadians, or approximately 17.4% of the Canadian 

population, was born outside of Canada (Health Canada, 1999). Canada has one of the 

highest per capita immigration rates of any country in the world (Environment Canada, 

2002), with more than 250,000 newcomers making Canada their home in 2005 

(Statistics Canada, 2006). For the purpose of this study, newcomers were defined as 

those individuals who had moved to Canada from another country, either as permanent 

or non-permanent residents. Newcomers contribute not only to the cultural richness and 

diversity of the country but are also an integral part of Canada's labour force, 

accounting for 70% of the growth in the Canadian labour market between 1991-1996 

(Smith, Chen, & Mustard, 2009), a trend that will likely continue as Canada's 

population ages (Industry Canada, 2011 ). Researchers have found newcomers to a 

country may be more likely to experience workplace bullying than those born in that 

country (Hogh, Carneiro, Giver, & Rugulies, 2011). Despite the importance of 

newcomers in the Canadian workforce and the possible increased risk they may face 

with regard to exposure to workplace bullying, no Canadian studies have explored 

workplace bullying, health, and work life among newcomers. 

Workplace Bullying 

Workplace bullying is unwanted, unwelcome abuse of any power that has the 

effect or intent to intimidate, control, or strip targets of their rights at work ( Carbo & 
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Hughes, 2010). The effects of workplace bullying have been well-documented since 

research on this problem began with Leymann (1990). Individuals targeted by 

workplace bullying face both physical and psychological health problems associated 

with stress such as disrupted sleep (Niedhammer et al., 2009), poorer cardiovascular 

health (Tuckey, Dollard, Saebel, & Berry, 2010), headaches, gastrointestinal upset 

(Vessey, DeMarco, Gaffney, & Budin, 2009), loss of self-esteem, anxiety, depression 

(Vie, Glaso, & Einarsen, 2011), and post-traumatic stress disorder and suicide 

(Balducci, Fraccaroli, & Schaufeli, 2011 ). In addition to the health effects, researchers 

have found that workplace bullying has career implications such as decreased job 

satisfaction (Hutchinson, 2009; Murray, 2009) and difficulty establishing a career, as 

well as financial implications (Allan, Cowie, & Smith, 2009; MacIntosh, Wuest, 

Merritt-Gray, & Cronkhite, 2010). 

While potentially anyone can become a target of workplace bullying, research 

has indicated that newcomers and people belonging to minority groups may be 

disproportionately exposed to bullying at work (Allan, et al., 2009; Hogh et al, 2011; 

Roscigno, Hodson, & Lopez, 2008). In their study of newcomers to Denmark in the 

nursing profession, Hogh et al. (2011) found that newcomers were more likely than 

native-born Danish population to be exposed to bullying at work. This relationship held 

true for both newcomers of Western and non-Western origins (Hogh et al.). Researchers 

have attributed this increased vulnerability to a lack of social support in the new country 

(Ali & Toner, 2005) as well as to "social status powerlessness" (Roscigno et al., 2008, p. 

760) leaving targets defenceless against bullying by those who are seeking to maintain 

their status of privilege within an organization. However, little is known about the 
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effects and management of workplace bullying among newcomers in the Canadian 

context. 

Purpose 

Newcomers make up a large portion of the growth in the Canadian workforce 

and are increasingly important to the Canadian labour market {Smith et al., 2009; 

Statistics Canada, 2007). The purpose of this study was to contribute to the body of 

knowledge around workplace bullying by exploring this phenomenon from the 

perspective of newcomers to Canada and to develop a substantive theory on how 

newcomers address health and work life when experiencing this common workplace 

problem. 

Method 

While the issue of workplace bullying has received increasing attention over the 

past two decades, there is comparatively little literature on the experience of workplace 

bullying among newcomers to a country and cultural perceptions of bullying in the 

workplace. As grounded theory is useful for studying an area in which little is known 

(Wuest, 2007), this grounded theory study aimed to address this gap in the literature. 

The goal of grounded theory is "to generate a theory that accounts for a pattern 

of behaviour which is relevant and problematic for those involved" {Glaser, 1978, p. 

93). Grounded theory provides researchers with a systematic method of exploring and 

understanding basic psychosocial processes used by people to respond to problematic 

experiences ( Glaser & Strauss, 1967). Theory that is relevant to the population under 
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study is generated using theoretical sensitivity and rigorous sampling, data collection, 

constant comparison, coding, and theoretical memoing. 

As the main concern of the participants and how they address this concern is 

unknown at the beginning of a grounded theory study (Artinian et al., 2009), researchers 

often start with convenience sampling to locate participants who have experienced the 

phenomenon of interest (Artinian et al., 2009; Bryant & Charmaz, 2007). Initially, 

"recruitment focuses on ways to access participants who are judged to have a good 

knowledge of the study domain" (Wuest, 2007, p.249). 

Following approval from the University Research Ethics Board, I used 

convenience sampling to invite interested participants to the study. Participants also had 

the ability to extend invitations about the study to other possible participants. To be 

eligible to participate in the study, individuals had to have: moved to Canada, either as 

permanent or non-permanent residents; been at least 19 years old; indicated that they 

had experienced workplace bullying since arriving to Canada; and been able to 

participate in an English interview. 

From this point, theoretical sampling was used to identify participants who could 

provide further information about aspects of the data that were emerging and allowed 

the researcher to further develop the theory (Artinian et al., 2009). Glaser (1978) stated 

that theoretical sampling "is the process of data collection for generating theory whereby 

the analyst jointly collects, codes, and analyzes his [sic] data and decides what data to 

collect next and where to find them, in order to develop his [sic] theory as it emerges" 

(p.36). Due to the time constraints theoretical sampling in this study was done through 
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the modification of interview questions to explore emerging areas in subsequent 

interviews. 

I collected demographic data using a brief questionnaire and data on the 

experience of workplace bullying using semi-structured recorded interviews. The 

interviews were approximately 60 minutes long and were conducted at a time and place 

agreed upon with participants. Participants were asked if they would agree to a second 

interview as necessary to confirm findings and refine the theory as it emerged. As is 

consistent with grounded theory, a selection of participants was sought for a second 

interview to further develop the emerging theory. In this study, I brought preliminary 

findings back to two participants for feedback. After two participants both confirmed the 

theory as relevant and significant to them, I did not ask more. 

As is consistent with grounded theory (Glaser and Strauss, 1967), data collection 

and analysis were simultaneous and on-going throughout the study using the techniques 

of constant comparison and coding. Glaser and Strauss ( 1967) described constant 

comparison as "a strategic method for generating theory" (p.21 ). Initially in-vivo codes 

were generated from transcripts and following constant comparison, these codes were 

clustered into categories, and the coding process continued with theoretical coding 

which allowed moving the data to a conceptual level (Glaser, 1978). As recommended 

by Glaser and Strauss (1967), memos were recorded to track thoughts and hunches 

about connections and comparisons within the data. I was then able to return to those 

memos to confirm or modify theoretical ideas as the theory emerged. 
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Findings 

Eight newcomers (five women, three men) from four Canadian provinces 

participated in the study. Participants ranged from 26-53 years of age with a mean age of 

39.5 years. Participants were employed either full-time (50%), part-time (25%), or by 

contract/term (25%) at the time they experienced workplace bullying. Seven participants 

identified as a member of a visible minority group and one participant described herself 

as an invisible minority. Half of the participants spoke a language other than English at 

home. Seven participants had completed some form of post-secondary education at the 

time they had experienced workplace bullying and participants had been working in 

professional occupations, ranging from healthcare to administrative to military when 

they experienced workplace bullying. Two participants had not obtained permanent 

residency status at the time the workplace bullying took place, while the others were 

permanent residents or citizens. 

Participants in this study reported experiencing a variety of workplace bullying 

tactics. Tactics were often psychological including making fun of one based on one's 

country of origin, public humiliation, exclusion from social situations, threats, and 

intimidation. Tactics were sometimes career-related such as withholding information 

needed to do one's job, refusal of help needed to complete one's job, removal of 

responsibilities, unwarranted criticism, not being hired for a position, or being removed 

from a position. Workplace bullying in one situation also included financial bullying 

when pay was withheld. 

The amount of time participants had lived in Canada at the time of the interviews 

ranged from 5 to 24 years (average 13.75 years). Some participants reported 
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experiencing the workplace bullying soon after moving and starting work to work in 

Canada while others reported that they did not experience workplace bullying until after 

many years living and working in Canada. Ultimately, no matter when workplace 

bullying happened or what tactics were used, it resulted in some degree of negative 

consequences for participants in terms of psychological, physical, financial, or social 

well-being. 

Central Problem: Powerlessness 

The central problem identified for participants was Powerlessness, which I 

defined from the data as a lack of authority in work contexts or a personal helplessness 

to enact change in response to bullying tactics. Powerlessness arises from lack of 

familiarity with culture, language, and sometimes, immigration and working rights. 

Powerlessness contributes to vulnerability to workplace bullying as social support 

networks may be more difficult to develop and lack of power in the workplace can be 

exploited. 

While powerlessness is an issue for all people who experience workplace 

bullying, the issues around lack of familiarity with rights at work and uncertainty around 

immigration status is unique to newcomers. This important fmding is a key difference 

from powerlessness identified in studies of workplace bullying which have not 

specifically explored newcomers' experiences. Variations in powerlessness occurred 

with the participant's knowledge of immigration and working rights, which in most 

cases increased with time spent in Canada. For example, one participant who had just 

arrived in Canada felt she did not have recourse when pay was withheld and she feared 
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Powerlessness results in physical health effects, emotional effects, disruption of the 

ability to work safely, to participate in the workforce, and to make a living. These 

effects were related to physical and psychological health as well as to career and 

financial well-being. Health effects reported included gastrointestinal upset, migraines, 

exacerbations of illness, increased alcohol consumption, increased caffeine intake, 

difficulty sleeping, nightmares, stress, sadness, frustration, anxiety, feelings of shame 

and isolation, and decreased self-esteem. Participants reported feeling decreased 

satisfaction and disappointment with the work environment as well as decreased 

productivity as a result of workplace bullying. Career and financial well-being was also 

affected in some cases as participants lost jobs, were excluded from jobs, had to decline 

overtime to avoid the perpetrator, had income withheld, or were afraid to return to the 

workforce. Previous researchers reported similar effects including headaches and sleep 

disturbances (MacIntosh, 2005); anxiety and lowered self-esteem (Vie et al., 201 O); 

feeling isolated (Leymann, 1990; MacIntosh, Wuest, Merritt Gray, & Cronkhite, 2010); 

physical health effects (Tuckard et al., 201 O; Vessey et al., 2009); and difficulty 

returning to work (MacIntosh, Wuest, Merritt Gray, & Aldous, 2010). In order to 

manage this problem, newcomers used a three-stage process I named Regaining Control 

which involved, making sense, taking action, and moving on. 

Regaining Control is a process of working to comprehend what is happening 

and figuring out how to manage (See Table 1 ). The process of Regaining Control 

represents a progression from making sense which is a beginning recognition of the 

powerlessness related to workplace bullying; to taking action which involves examining 

and using various approaches to deal with workplace bullying and possible 
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being reported to immigration for working illegally in Canada Another participant who 

studied in Canada prior to looking for work had knowledge of immigration regulation 

changes and reported that he had was confident in his knowledge that he was entitled to 

work in Canada and fought his potential employer's decision not to hire him based on 

his immigration status. 

However, while time seemed to increase certainty around immigration status, it 

did not always increase knowledge of what an employee's rights were in a specific 

workplace, as was the case with one participant. In this instance, an employer required 

confidential medical information and it was only when the employee's doctor told her 

that her personal medical records were private that the participant realized her rights. 

Powerlessness also varies with the amount of support available to newcomers. 

Developing a good social support network may be very valuable in helping newcomers 

address workplace bullying. In the first example described above, once the participant 

became involved within her community, she developed relationships with people who 

helped make her aware of her rights and she was then able to successfully demand her 

wages be paid to her. 

Culture and language did, however, contribute to powerlessness because 

differences in culture and language limited participants' abilities to connect with co

workers and create social support networks, an important factor in developing positive 

coping strategies when experiencing workplace bullying. 

Over time, workplace bullying tactics can serve to further isolate and therefore 

increase perceived powerlessness to address workplace bullying. Participant comments 

illustrate this feeling of powerlessness, "I was invisible ... I felt like I had no control." 
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consequences of these approaches; to moving on, which involves taking steps to distance 

one's self from the bullying to protect and maintain health. 

Table 1. Process of Regaining Control: Stages and Sub-processes 

Stage 

1. Making Sense 

2. Taking Action 

3.MovingOn 

Normalizing 

Weighing the risks 

Leaving 

Sub-processes 

Blocking 

Standing Up 

Choosing to Stay 

Seeking Help 

Based on the data, I have made a visual representation of progression through 

these stages (Figure 1 ). 

Figure. 1. Process of Regaining Control. 
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Figure 1. The basic social process of Regaining Control elucidated from the data 

shows how participants move through the three stages, beginning with making 

sense where they use strategies such as blocking and normalizing to manage the 

bullying behaviour. The red exclamation point represents a turning point in 

which the bullying escalates and some action needs to be taken, moving the 

participant to stage two, taking action, where they must weigh the risks and 

benefits of either confronting the person bullying or reporting the problem. Stage 

three, moving on, is reached once participants decide to leave the workplace or 

choose to stay if they had receive adequate support from within the organization. 
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Stage 1: Making Sense 

Making sense is a process of beginning recognition of powerlessness related to 

workplace bullying and what can be done to address it. Making sense involves trying to 

understand what is happening and why. Participants often asked themselves, "Why is he 

doing this to me? " and "What is happening here?" Making sense began with 

recognizing that the negative behaviour being experienced contributed to feelings of 

powerlessness. Sometimes, such as when the bullying involved public humiliation, the 

target recognized immediately that the behaviour was bullying: "Like I knew that no 

respectable person would treat another person that way, but I didn't feel like there was 

anything I could do." At other times, it was not always certain that the behaviour 

constituted bullying or contributed to powerlessness. In one instance where the bullying 

took the form of withholding information and providing false information, the 

participant indicated that she initially thought there was simply an error and the 

behaviour did not immediately strike her as bullying: "[It] didn't send alarm to my mind 

[sic}." However, as the bullying behaviour occurred repeatedly over time the participant 

recognized a problem existed: "I knew something was wrong ... but I didn't know what 

was wrong." 

This challenge of recognizing and labelling workplace bullying has also been 

documented by other researchers (e.g., MacIntosh, Wuest, Merritt Gray, & Cronkhite, 

2010). Unique to newcomers' recognition of bullying is uncertainty about whether the 

experience is discrimination or bullying. Whether the behaviours constituted 

discrimination was sometimes difficult for targets to determine. One participant stated, 

"You can see they still have a kind of, how to say, discrimination, you know? Not 
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clearly, but you can tell they just look down on some people from other countries." 

Findings from this study indicated that bullying and discrimination are related concepts 

for newcomers and that discrimination can be both a form of bullying and a contributing 

factor to being a target of bullying. Many participants felt that their ethnicity and the fact 

that they were immigrants contributed to the experience of bullying at work. One 

participant felt, "he's doing this to me because I'm an immigrant." Another participant 

believed he was a target of workplace bullying because, "you're not one of them: you 

don't look like them; you are somebody new." Previous research by Fox and Stallworth 

(2005) suggested that while laws and social norms no longer permit overt discrimination 

based on ethnicity, subtle expressions of discrimination remain present in workplaces 

and are just as harmful. 

However, this study and previous research (Hogh et al., 2011; Larsen, 2007) have 

found that people of ethnic minorities are not the only newcomers who are at increased 

risk of workplace bullying. Newcomers may also be targeted due to their country of 

origin, as one participant experienced: 

It was like in this big shaming me setting. He would come in ... with the 

newspaper and start reading news from COUNTRY and saying things, like, 'Talk 

to PARTICIPANT. This is her government thafs doing this stuff.' It's almost like it's 

ok to be racist against COUNTRY. I don't know if racist is the word I want. 

In this case the behaviour was felt as discriminatory and the participant described 

it as being racist. However, as the participant did not belong to a visible minority group, 

she was unsure if racist was the right word. This participant identified herself as an 

invisible minority and stated, "there's something very odd about being an invisible 
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minority that makes it hard to get support sometimes." While these data support the 

need for awareness of workplace bullying and the need for protection against workplace 

bullying in the workplace, they also highlight a need for increased research on the issue 

of workplace bullying with regard to invisible minorities. 

Workplace bullying was often experienced in how professional skills were looked 

upon in the workplace. For example, participants felt that their professional competency 

was frequently questioned by co-workers and one participant stated, "You just feel like 

they don't trust you completely." Another participant stated that a co-worker who said, 

"We are watching you" told her that her co-workers did not trust her and questioned her 

abilities. Newcomers' work was also sometimes scrutinized more stringently than that of 

their Canadian co-workers. One participant described his experience with this: "You did 

a mistake and they point at you while [Canadian co-workers] did mistakes [without 

criticism]. This was hard. I had to check my things and double check." Other 

participants felt that their accent and inability to speak English without mistakes 

negatively impacted how their professional skills were perceived even if they were 

competent in what they did. This left participants feeling unequal to co-workers and 

sometimes resulted in them not getting the respect they deserved from others in the 

workplace: 

Like to me language barrier is not equal to my professional area, right? But 

sometimes I feel like my level of language [is perceived as] same as my professional 

level. Like my career is as good as anybody else's, but sometimes I have my 

language barrier. It doesn't mean I'm not good enough. 
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These findings echo those reported by Larsen (2007) and Allan (2010) who found 

that ethnocentric attitudes toward newcomers resulted in bullying at work involving 

unfair criticism. Allan reported that nurses trained within the United Kingdom (UK) 

often perceived overseas trained nurses as less competent than UK-trained nurses. 

Another large study in the U .K. identified this type of workplace bullying as indirect 

discrimination that is often manifested through failure to recognize a person's particular 

strengths and skills in the workplace (Smith, Allan, Henry, Larsen, & MacKintosh, 

2006). 

During the process of making sense there are attempts at normalizing the bullying. 

Some participants expected a certain amount of growing pain when adapting to a new 

culture and language. One participant said, " ... you came from different culture, 

different education, everything ... so I would expect that some difficulties [ would 

exist]." Another participant normalized the bullying behaviour by explaining," ... you 

can see [ workplace bullying] in every work environment." Participants who had 

witnessed workplace bullying before coming to Canada normalized the workplace 

bullying experienced in Canada by comparing it to what they had seen in their own 

country. For instance, one participant indicated that workplace bullying in her home 

country was, ''worser [sic] ... to hurt your feelings ... yelling at you." Another 

participant normalized being excluded as a ''cultural effect" stating, "We don't have 

anything to talk about." Normalizing the bullying behaviour was used more frequently 

when the bullying did not have immediate or direct effects on one's dignity at work, 

ability to work safely, get the work done, or make a living. Participants who normalized 

the bullying behaviour often said that it caused them stress and frustration but denied 
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any physical health effects or effects on their ability to work. They frequently used 

blocking which involved strategies to manage the bullying, such as ignoring or avoiding 

the person bullying. Blocking served to limit the amount of interference the bullying had 

on one's work. As a way to ignore the bullying at work, one participant said, "I just 

focus on my work ... working hard, getting better at what I'm doing." 

An unintended consequence of blocking is that, in some cases, attempts to avoid 

the person bullying had negative repercussions in terms of productivity and 

communication at work. While some participants felt that bullying did not affect how 

they worked, they did describe being unable to ask for help. One participant said, 

"When things go wrong, I just deal with it by myself." This lack of communication 

could have serious consequences when workplace bullying occurs in workplaces where 

employee cooperation is essential, such as in health care. One participant stated that her 

co-worker refused to help her in a crisis situation and told her, "You're on your own." 

After this incident she felt nervous and unsafe working with this person which 

eventually prompted her to report the behaviour. 

Blocking behaviours may, for some participants, be a useful strategy in dealing 

with discriminatory bullying in the workplace. Many participants stated they often 

ignored negative behaviours from co-workers. Similarly Larsen (2007, p. 2193) found 

that one nurse in his study employed a strategy he called "consciously 'not seeing"' 

racism and discrimination in the workplace. This finding is echoed by one participant in 

this study who said, "I decided a long time ago I'm not going to go there. I avoid, that's 

best for me. If someone has racial problems, I don't want to go there." 
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Normalizing and blocking were not effective means of managing workplace 

bullying when the bullying affected one's ability to do one's job safely (e.g., 

intimidating someone so they could not perform duties or did not feel they could ask for 

help; withholding required assistance or information), or interfered with one's livelihood 

( e.g., withholding pay, not being hired, being dismissed form position). When 

workplace bullying escalated or involved the above-mentioned tactics, targets 

experienced more psychological and physical health effects as well as negative effects 

on their ability to work. When this happened, targets of workplace bullying reached a 

turning point in which they had to move beyond the first stage of making sense to the 

second stage, taking action. 

Stage 2: Taking Action 

The decision to take action to address workplace bullying is not one that is taken 

lightly. When targets recognize that they must take action to address workplace 

bullying, it is necessary for them to engage in weighing the risks. Weighing the risks 

involves considering various types of actions in response to workplace bullying and the 

possible outcomes of standing up, which is confronting the person bullying, or seeking 

help, which is looking for assistance from within at first and later outside the 

organization to improve the situation. When deciding a course of action to address 

workplace bullying, targets risk retaliation. Fear of retaliation from the person bullying 

can be especially stifling when immigration status is new or uncertain and when the 

target fears being in violation of the law or the possibility of deportation. One 
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participant described her situation with her first job after arriving in Canada on a student 

visa: 

Over time he started asking me to work more. We were desperate for money and 

[the cheque] bounced. And [he] was withholding the money and saying what if 

immigration found out? I was scared because I didn't know anything. We were so 

afraid when we first got here and it's so real. It's just exhausting to feel that fear. 

Being excluded is a perceived risk faced by targets who reporting workplace 

bullying. Newcomers may lack a sense of belonging due to ethnic, cultural, and 

language differences, as participants in this study disclosed. One participant described 

his experience of feeling excluded: "My colleagues didn't like me because of my 

accent ... and they start [sic] to push me away." Other participants' experiences illustrated 

this exclusion from the work team: "Like in the lunch room ... I don't feel included in 

that conversation," and "I think people try to avoid [people of minority]." Some 

participants attempted to rationalize this social exclusion: "I feel that I'm different and 

culture different, too. It's natural." This phenomenon of ignoring or excluding people 

who are ethnic minorities has been previous documented in the literature. For example, 

Lewis and Gunn (2007) reported that people belonging to an ethnic minority were 

significantly more likely to be ignored by colleagues and managers than were their 

Caucasian colleagues. Larsen {2007) labelled this experience a form of aversive racism. 

The social isolation can contribute to feelings of increased powerlessness and one 

participant described feeling "intimidated" as a person of minority in her workplace. 

This can contribute to making newcomers less likely to report workplace bullying and if 

workplace bullying is reported, newcomers may fear being further excluded and labelled 
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trouble makers. One participant disclosed how the risk of being excluded played a role 

when she was trying to decide whether or not to report the bullying she was 

experiencing at work: "I knew what would happen to me if [coworkers] found out ... 

people are going to avoid me ... They're going to think I'm a troublemaker." This 

response is similar to that reported in the literature. For instance, Giga, Hoel, and Lewis 

(2008) reported that employees belonging to ethnic minority groups often avoided 

reporting workplace bullying for fear of being "devalued and seen as an outsider if they 

challenge negative behaviour" (p.15). Other researchers reported that employees who 

witness bullying tend to take the side of the person bullying to avoid becoming a target 

(Lutgen-Sandvik & McDermott, 2011; Samnani & Singh, 2012). 

Standing up to the person perpetrating the bullying behaviours is occasionally a 

useful direct action that can discourage the bullying from continuing further. In one case 

where the confrontation resulted in an end of the bullying, the participant felt, "when I 

stood up to them, they realized it's serious." Another participant found that, "you speak 

up and then the person may step back". Successfully confronting the person bullying can 

increase targets' sense of control and power in the situation. One participant stated, "I 

stood up for myself. Now that I did it, I [have] the guts to do it [again]." Another 

participant stated, "I learned one thing: that sometimes you have to speak up for 

yourself." She clarified that, "It doesn't mean you can speak up to everybody." 

However, standing up to a person who holds a position of either formal or 

informal power to deal with bullying behaviours was not an effective strategy and 

resulted in escalation of the bullying. One participant stated that after questioning her 

supervisor about increased working hours, he taunted her saying, "If you don't want to 
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do this, you can walk away right now. But I know you can't because you 're not 

supposed to be working, and I have the money right now." The participant indicated that 

after this, "it kept escalating.'' Reports of increased or escalated bullying after 

confronting have been noted by other researchers. For example, Maclntos~ Wuest, 

Merritt Gray, and Cronkhite (2010) found that in some cases people who confronted 

workplace bullying were less successful dealing with it. This was particularly evident 

when the person bullying held a position of power in the workplace and in these 

instances targets reported an increase in bullying. 

When standing up to workplace bullying individually was unsuccessful, 

participants often had to seek help to address the situation. Seeking help began 

informally through talking to friends and colleagues about their perception of the 

problem and what could be done, "I talked to her friend and I said, 'What can I do to 

improve the working relationship?"' Coworkers sometimes encouraged targets to report 

workplace bullying and in one case a supervisor stepped in during an incident of 

workplace bullying, "That's when [supervisor] took action on it. [He] asked me, 'Make 

sure you [report] him up and let manager know."' Unfortunately these strategies only 

temporarily improved the situation at work and more formal help was required. 

Targets of workplace bullying often seek help from managers and human 

resources professionals. However, when reporting workplace bullying to these 

resources, varying degrees of success are met. Regrettably, sources of support such as 

managers and human resources often minimize the situation. One manager reportedly 

asked the person experiencing bullying, "Don't you think he's just joking?" 
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When the experience of workplace bullying is minimized, targets feel demeaned 

and lose trust in the system that is supposed to help. One participant said, "I feel they 

support the bullying part even more." Another participant indicated that the source of 

support she sought "sort of defended what was going on." This leaves targets of 

workplace bullying feeling abandoned, with no support, further increasing the sense of 

powerlessness. One participant stated: 

You think there's somebody that's going to support you, but they don't ... I'm 

really a powerless person. I can't change this outcome. You can't win with the 

system ... the people with power, when there's something wrong, they stick together. 

Another participant felt similarly after not receiving support: "this guy ... can never 

understand because [he] has a position of power here and I don't." 

Beale and Hoel (2011) stated that managers may be unwilling or unable to 

enforce anti-bullying in the workplace as they may be perpetrators of bullying or may be 

bullied themselves. In order to offer insight about what may contribute to human 

resources' action or inaction in cases of workplace bullying, Cowan (2012) found that 

human resources personnel did not accept negative behaviours by themselves and 

attributed targets' reports of workplace bullying as "misperceptions of another's 

behaviour" (p.393). The authors stated that this perspective on the part of human 

resources resulted in workplace bullying going unresolved. 

When formal sources of support within the workplace fail, targets of workplace 

bullying may seek help from outside the workplace. Knowing that a possible way to 

address workplace bullying exists through human rights or other legal action provides a 

source of hope; however, once these avenues are accessed barriers quickly become 

106 



apparent. One participant stated that the human rights personnel to whom he spoke did 

not feel that his case was one of discrimination and lawyers advised him that legal 

action "would be a long, drawn-out process and it could cost me some money which I 

didn't have." Another participant who initially wanted to pursue legal action decided not 

to once she realized that, "financially, mentally, it's going to be a big fight." Whether it 

is recognition that the process of taking action is no longer worth the job, the effects on 

health, or the monetary costs, at some point the target decides that it is necessary to 

move on. 

Stage 3: Moving On 

Moving on is the third stage of the process of Regaining Control and involves 

either leaving the workplace or choosing to stay. Leaving the workplace is often done 

either by quitting or through dismissal. Choosing to stay in the workplace requires an 

emotional form of moving on even though the target stays in the workplace. 

The disappointment in not finding help where it is expected can lead employees 

to give up the fight, often leaving the job. One participant stated, "I gave up. I started 

looking for another job." Another participant said that she decided not to pursue action 

any further after losing her job because she did not ''want to relive this experience again 

and again ... it's not worth my health." Previous research indicated that leaving the 

workplace is a common solution for many people who experience workplace bullying 

(MacIntosh, Wuest, Merritt Gray, & Aldous, 2010). While some participants in this 

study left the workplace as a strategy to deal with workplace bullying, it was clear that 

the effects of workplace bullying did not end when targets removed themselves from the 
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situations. One participant indicated that she continued to struggle with her experience 

and felt tom over whether or not she made the right decision not to take legal action, 

stating that there are ''two me' s fighting every day." Months after this experience, this 

participant continued to have nightmares and feared returning to the workforce. 

Choosing to stay in the workplace was an option available to targets when 

management and human resources responded effectively to workplace bullying. In one 

instance, it took the target a few attempts to convince management and human resources 

that a serious issue existed and something needed to be done for the safety of everyone 

at work. The employee stated she also had to reinforce with her manager that their 

meetings were to remain confidential and that she did not want the person bullying to 

talk about the meetings with coworkers. Once the employee who was bullying was 

confronted by management, the target stated that the situation improved: "I noticed that 

[he] has changed. We still don't talk; we don't look at each other, but that's fine by me. 

You know I don't mind working with him as long as he behave [sic] professionally." 

This participant was able to move on emotionally from the bullying experiences with the 

support she received from management. 

A crucial factor influencing the ability of the target to move through the process is 

support. Support offers validation for what the person is experiencing, provides a social 

network, and helps protect dignity and health. In one instance, when a participant told 

her co-worker of the bullying behaviour that was taking place, she received a supportive 

response and the co-worker recommended that she report this to the manager; however, 

the participant choose not to report the incidents. Another participant had a decidedly 

different experience when talking about workplace bullying to someone in the 
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workplace and while the person was sympathetic, he minimized the bullying by 

suggesting: "he's probably stressed. Like he tried to excuse it away which sort of 

demeaned it." 

Unfortunately, participants' reports of workplace bullying were often dismissed in 

the workplace by managers and human resource. One manager suggested the person 

bullying was ''just joking." In another instance when workplace bullying was reported to 

human resources, the participant stated, "[the human resources professional] gave me 

the impression it wasn't a big deal." This lack of support that is met from those in 

positions to help unfortunately serves to do more harm and serves to support workplace 

bullying and decreases the trust in the organization: "you think there's somebody that's 

going to support you, but they don't". 

When management and human resources fail to respond to workplace bullying in 

an effective manner, targets are left with an even greater sense of powerlessness to 

address workplace bullying (MacIntosh, Wuest Merritt Gray, & Cronkhite, 2010). This 

ineffective response leaves targets with decreased trust in their organization and leads to 

decreased reporting of instances of workplace bullying. In addition, ineffective 

responses or no response to workplace bullying serve to support bullying behaviour (St

Pierre, 2012). 

To counter the lack of support from the within the organization, targets of 

workplace bullying often rely on support systems from outside the organization. For 

example, friends were frequently referred to as a significant source of support. One 

participant credited having friends ''to relay my experiences to" as having been a major 

reason that the bullying did not have an effect on his health. Other sources of support 
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included community, international organizations, and healthcare professionals such as 

naturopaths and family doctors. One participant indicated that it was her family doctor 

who helped her to recognize her rights when it came to the workplace. Another 

participant credited visiting a naturopath with helping her make the connection between 

the stress at work and the recurrent respiratory illness she was experiencing. Two 

participants 'felt that their connection within their community, and in particular the 

international community, helped to give them insight into what was going on and was 

very supportive. 

The finding that support is such an important piece of the puzzle when faced with 

workplace bullying is consistent with previous researchers' findings that indicate that 

support is crucial to successfully dealing with workplace bullying ( e.g., MacIntosh, 

Wuest, Merritt Gray, & Cronkhite, 2010). Parzefall and Salin (2010) reported that when 

targets of workplace bullying perceived higher levels of organizational support they had 

reduced stress and improved well-being. What is new in relation to the support with 

newcomers' experience of workplace bullying is that healthcare providers and others, 

such as the international organizations within the community, can play a very important 

supportive role in helping to make newcomers aware of their rights at work and 

suggesting appropriate courses of action. 

Health-protective and enhancing strategies are also an important influencing factor 

on how participants move through the process. Good health-protective and enhancing 

strategies were credited as a reason that workplace bullying did not have a more 

negative effect on health or the ability to work. Such strategies involved venting, 

discussing the problems with friends and sometimes family; and shifting focus, a change 
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in perspective so that less attention was paid to the negative aspects of work. When 

participants shifted focus away from the negative aspects, they concentrated and placed 

more importance on protecting and promoting health through physical activity, healthy 

eating, higher education, leisure, and sometimes seeking professional help to talk about 

stress and to make the connection between emotional and physical health. 

Discussion 

While newcomers play an important role in the Canadian workforce (Smith et 

al., 2009), there is a lack of knowledge surrounding newcomer's experience with 

workplace bullying in the Canadian workforce. As work environment and working 

conditions are an important determinant of health (Public Health Agency of Canada, 

2013 ), and workplace bullying is known to have negative consequences for those 

affected, the findings from this study offer some insight into this experience and provide 

recommendations to address workplace bullying and make the work environment more 

conducive to health. 

An important finding from this study is that discriminatory behaviours are a form 

of workplace bullying. While overt discrimination and racism is no longer tolerated in 

contemporary workplaces, subtle forms of discrimination and racism, remain a bullying 

tactic (Fox & Stallworth, 2005). The issue is complicated further for someone of 

invisible minority status who may lack the support and courses of action available to 

someone of a visible minority. In addition, people who are not of visible minority may 

experience discrimination based on their country of origin but lack the ability to pursue 

action based on existing discrimination policies. 
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The process of regaining control has important implications for nursing 

education. In stage one, making sense, participants had difficulty identifying, naming, 

and ultimately addressing workplace bullying. This was further complicated by the 

discriminatory nature of the workplace bullying experienced as well as cultural and 

language differences. Helping people to recognize workplace bullying and 

discrimination is an important step in Regaining Control. Nurse educators, occupational 

health nurses, and nurses acting as consultants for organizational development need to 

be aware of behaviours that constitute workplace bullying and discrimination as well as 

the potential for conflict due to communication difficulties that may arise in a culturally 

diverse workforce. It is also important for nurses in such positions to recognize the need 

for increased education for both management and staff around workplace bullying and 

how to address it. 

A second important finding from this study is that while powerlessness is an 

issue for all people who experience workplace bullying, newcomers' lack of familiarity 

with rights at work and to work in a new country can make them more vulnerable to 

experiencing workplace bullying and less able to address the problem. This important 

finding is a key difference from powerlessness identified in studies of workplace 

bullying which have not specifically explored newcomers' experiences. 

To address this powerlessness, support is crucial. In the present study, support is 

especially important when targets of workplace bullying are seeking help. Proper 

support from within the organization can influence the decision of an employee to come 

forward about workplace bullying (St-Pierre, 2012). As found in the present study, 

reporting workplace bullying and receiving proper supportive responses from the 
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organization can effectively put an end to workplace bullying and hence decrease the 

length of exposure to the health-harming effects of workplace bullying. 

Such support involves action at the policy, management, and employee level. 

Research has shown that while important, zero-tolerance policies are insufficient to 

eliminate workplace bullying on their own. The elimination of workplace bullying must 

go beyond the policy level to address the culture of the workplace and ensure that 

factors that allow workplace bullying to flourish are remedied (St-Pierre, 2012). Nurses, 

occupational health nurses, and nurse consultants can advocate for support for those 

who have experienced workplace bullying through the development of policies and 

procedures that ensure that target's experiences are acknowledged, workplace incivility 

is not tolerated, and clear repercussions follow for those who are involved in bullying at 

work. One such policy could be the use of a restorative justice approach such as that 

outlined by Olender-Russo (2009). Advocating for training for employees regarding 

education on workplace bullying, diversity, and effective leadership and management 

practices could also be an important role for nursing practice that helps to ensure 

supports are in place for targets of workplace bullying. 

In addition to organizational support, support from outside the organization was 

also important in the process of regaining control. Nurses and other healthcare 

professionals working as primary care providers with newcomers can regularly screen 

and assess work stressors, such as workplace bullying. As findings from this study 

indicated that healthcare providers played an important role in recognizing workplace 

bullying, it is important for nurses working with this population to have an 

understanding of what can make newcomers vulnerable to workplace bullying, what 
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their rights are, and what is the availability of community support systems such as 

newcomer organizations within the community or human rights offices. 

In addition to support, coping strategies were an important influencing factor on 

the process of Regaining Control and helped targets protect their health and helped in 

the moving on stage of the process. Nurses and other healthcare providers can assess 

existing coping strategies as well as teach effective methods of coping with stress. As 

social networks are an important factor in coping, but may be lacking for newcomers to 

a country, healthcare providers should be aware of organizations within the community 

that can potentially cotmect newcomers to other people in the community with similar 

interests. 

The theory of Regaining Control has important implications for nursing 

research. When weighing the risks in taking action, newcomers may have unique risks 

to consider. For example, when newcomers' immigration status is uncertain or when 

newcomers are working illegally in a country, this can make them vulnerable to being 

bullied with little recourse. As this study involves only a small group, a larger study of 

newcomers' experiences could get a better picture of the extent of workplace bullying 

under such circumstances. 

Another risk faced by newcomers to a country is social exclusion. Targets of 

workplace bullying may not want to report workplace bullying for fear of being further 

ostracised socially from the workgroup. Studying how to reduce social exclusion for 

newcomers while encouraging them to access appropriate resources when bullied would 

be useful. 
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In moving on, many targets of workplace bullying leave the workplace, which is 

consistent with previous research findings ( e.g., MacIntosh et al., 2010). As newcomers 

are an important resource in growing Canada's workforce (Smith, Chen, & Mustard, 

2009), it is important that future research look at what measures are perceived by 

newcomers as most effective in preventing workplace bullying and what measures of 

support are needed to retain them as valuable employees. Future nursing research could 

examine the effectiveness of individual-level and organizational-level strategies to 

prevent and address workplace bullying in relation to newcomers. For instance, nursing 

researchers could look at the reporting of workplace bullying pre-and post- educational 

interventions. Another area is the perceived communication openness pre-and post 

diversity training in a culturally diverse workforce. 

Finally, while moving on may involve seeking legal or human rights avenues to 

address the workplace bullying, there is no research on newcomers' experiences with 

pursuing such routes when organizational supports fail. Future research could assess the 

effectiveness of such routes and could assess their effects on healing from workplace 

bullying experiences. 

Limitations of this study include the small number of participants and the 

homogeneity of the sample. For instance, most participants belonged to ethnic minority 

groups, all of the eight participants had some post-secondary education, and most 

worked as professionals. To further develop the theory put forth in this paper and to 

recognize how the experience of workplace bullying might differ among newcomers of 

different ethno-cultural backgrounds and immigration statuses, a larger study with a 
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more diverse sample is needed. A larger study would need to sample people from a 

variety of ethnic and non-ethnic minority backgrounds as well as those who identify as 

belonging to invisible minority groups in order to determine if there may be differences 

between how people from different groups move through the process of Regaining 

Control. A more diverse sample in terms of educational and work experience may also 

further develop the theory of Regaining Control. Additionally, only two participants did 

not have a Canadian citizenship or residency at the time the workplace bullying 

occurred and it may be important to include people who are more recent newcomers to 

Canada to get a bigger picture of newcomers' experience of workplace bullying. 

Conclusion 

Recent research has shown that newcomers are disproportionately at risk of 

experiencing workplace bullying (Hogh et al., 2007). To date, research on newcomers' 

experience of workplace bullying in Canada has been limited. By exploring workplace 

bullying from the perspective of newcomers, a three-stage basic social process of 

Regaining Control was identified. The findings from this study revealed that workplace 

bullying and discrimination are overlapping and that, for newcomers, workplace 

bullying often involves subtle racial and discriminatory undertones. Unique to 

newcomers is that their immigration status, language and culture can play a role in how 

they are affected by workplace bullying. The issue of workplace bullying and 

discriminatory bullying in Canadian workplaces needs to receive more attention from 

both researchers and workplaces in order to prevent the negative outcomes associated 

with this phenomenon. 

116 



References 

Ali, A., & Toner, B.B. (2005). A cross-cultural investigation of emotional abuse in 

Caribbean women and Caribbean-Canadian women. Journal of Emotional 

Abuse, 5(1), 125-140. doi: 10.1300/J135v5n01_05 

Allan, H. (2010). Mentoring overseas nurses: Barriers to effective and non

discriminatory mentoring practices. Nursing Ethics, 17(5), 603-613. doi: 

10.1017/0969733010368747 

Allan, H.T., Cowie, H., & Smith, P. (2009). Overseas nurses' experience of 

discrimination: A case of racist bullying? Journal of Nursing Management, 

17(7), 898-906. doi: 10.1111/j.1365-2834.2009.00983.x 

Artinian, B.M., Giske, T., & Cone, P.H. (2009). Glaserian grounded theory in nursing 

research. New York, NY: Springer. 

Balducci, C., Fraccaroli F., & Schaufeli, W.B. (2011).Workplace bullying and its 

relation with work characteristics, personality, and post-traumatic stress 

symptoms: An integrated model. Anxiety, Stress & Coping. Advance online 

publication. doi: 10.1080/10615806.201 l.555533 

Beale, D., & Hoe4 H. (2011 ). Workplace bullying and the employment relationship: 

Exploring questions of prevention, control and context. Work, Employment & 

Society, 25(5), 5-18. doi: 10.1077/090017010389228 

Bryant, A., & Charmaz, K. (2007). The Sage handbook of grounded theory. London, 

England: Sage. 

117 



Carbo, J., & Hughes, A. (2010). Workplace bullying: Developing a human rights 

definition from the perspective and experiences of targets. Working USA: The 

Journal of Labor and Society, 13, 387-403. Retrieved from 

http://www.wiley.com/bw/journal.asp?ref=l 089-7011 

Cowan, R.L. (2012). It's complicated: Defining workplace bullying from the human 

resource professional' s perspective. Management Communication Quarterly, 

26(3), 377-403. doi: 10.1177/0893318912439474 

Environment Canada. (2002). Sustainable development: A Canadian perspective. 

Retrieved from 

http://www.ec.gc.ca/Publications/default.asp?lang=En&xml=F8ED11E2-A4D5-

4774-9EEF-I 90l 68EA274A 

Fox, S., & Stallworth, L.E. (2005). Racial/ethnic bullying: Exploring links between 

bullying and racism in the US workplace. Journal of Vocational Behaviour, 66, 

438-456. doi: 10.1016/j.jvb.2004.01.002 

Giga, S.I., Hoel, H., & Lewis, D. (2008). A review of black and minority ethnic (BME) 

employee experiences of workplace bullying. Dignity at work partnership: A 

partnership project funded jointly by Unite the Union and the Department for 

Business, Enterprise and Regulatory Reform. Retrieved from 

http://www.cywu.org.uk/index.php?id=8&type_id=4&category_id=34&article_i 

d=467 

Glaser, B.G. (1978). Theoretical sensitivity. Mill Valley, CA: The Sociology Press. 

Glaser, B.G., & Strauss, A.L. (1967). The discovery of grounded theory: Strategies for 

qualitative research. Hawthorne, NY: Aldine De Gruyter. 

118 



Health Canada (1999). Canadian research on immigration and health. Retrieved from 

http://www.hc-sc.gc.ca/iacb-dgiac/nhrdp/metropolis/ 

Hogh, A., Carneiro, I.G., Giver, H., & Rugulies, R. (2011 ). Are immigrants in the 

nursing industry at increased risk of bullying at work? A one-year follow-up 

study. Scandinavian Journal of Psychology, 52, 49-56. doi: 10.111/j.1467-

9450.2010.00840.x 

Hutchinson, M. (2009). Restorative approaches to workplace bullying: Educating nurses 

towards shared responsibility. Contemporary Nurse, 32(1-2), 147-155. Retrieved 

from www.contemporarynurse.com 

Industry Canada. (2011 ). The labour market and skill implications of population aging 

in Canada: A synthesis of key findings and policy implications. Retrieved from 

http://www.ic.gc.ca/eic/site/eas-aes.nsf/eng/ra02035.html#s 

Johnson, S.L. (2011 ). An ecological model of workplace bullying: A guide for 

intervention and research. Nursing Forum, 46(2), 55-63. doi: 10.1111/j.1744-

6198.2011.00218.x 

Larsen, J .A. (2007). Embodiment of discrimination and overseas nurses' career 

progression. Journal of Clinical Nursing, 16, 2187-2195. doi: 10.l 111/j.1365-

2702.2007.02017.x 

Lewis, D., & Gunn, R. (2007). Workplace bullying in the public sector: Understanding 

the racial dimension. Public Administration, 85(3), 641-665. doi: 

10.l l l l/j.1467-9299.2007.00665.x 

Leymann, H. (1990). Mobbing and psychological terror at workplaces. Violence and 

Victims, 5(2), 119-126. 

119 



Lutgen-Sandvik, P ., & McDermott, V. (2011 ). Making sense of supervisory bullying: 

Perceived powerlessness, empowered possibilities. Southern Communication 

Journal, 76(4), 342-368. doi: 10.1080/10417941003725307 

Public Health Agency of Canada. (2013 ). What makes Canadians healthy or unhealthy? 

Retrieved from http://www.phac-aspc.gc.ca 

MacIntosh, J. (2005). Experiences of work place bullying in a rural area. Issues in 

Mental Health Nursing, 26(9), 893-910. doi: 10.1080/01612840500248189 

MacIntosh, J., Wuest, J., Merritt-Gray, M., & Aldous, S. (2010). Effects of workplace 

bullying on how women work. Western Journal of nursing Research 32(1), 910-

931doi: 10.1177/0193945910362226 

MacIntosh, J., Wuest, J., Merritt Gray, M., & Cronkhite, M. (2010). Workplace bullying 

in healthcare affects the meaning of work. Qualitative Health Research, 20(8), 

1128-1141. doi: 10.1177/1049732310369804 

Murray, J.S. (2009). Workplace bullying in nursing: A problem that can't be ignored. 

MEDSURG Nursing, 18(5), 273-276. Retrieved from www.medsurgnursing.net 

Niedhammer, I., David, S., Degioanni, S., Drummond, A., Philip, P., Acquareone, D., .. 

. Vital, N. (2009). Workplace bullying and sleep disturbances: Findings from a 

large scale cross-sectional survey in the French working population. Sleep, 

32(9), 1211-1219. 

Parzefall, M., & Salin, D. (2010). Perceptions of and reactions to workplace bullying: A 

social exchange perspective. human relations, 63(6), 761-780. doi: 

10.l 177/0018726709345043 

120 



Roscigno, V.J., Hodson, R., & Lopez, S.H. (2008). Workplace incivilities: The role of 

interest conflicts, social closure and organizational chaos. Work, Employment & 

Society, 23(4), 747-773. doi: 10.117/0950017009344875 

Samnani, A., & Singh, P. (2012). 20 Years of workplace bullying research: A review of 

the antecedents and consequences of bullying in the workplace. Aggression and 

Violent Behaviour, 17, 581-589. doi: 10.1016/j.avb.2012.08.004 

Smith, P.A., Allan, H., Henry, L.W., Larsen, J.A., Mackintosh, M.M. (2006). Valuing 

and recognising the talents of a diverse healthcare workforce. Report from the 

REOH Study: Researching Equal Opportunities for Overseas-trained Nurses 

and Other Healthcare Professionals. Retrieved from www.rcn.org.uk 

Smith, P .M., Chen, C., & Mustard, C. (2009). Differential risk of employment in more 

physically demanding jobs among a recent cohort of immigrants to Canada. 

Injury Prevention, 15(4), 252-258. Retrieved from 

http://injuryprevention.bmj.com/ 

Statistics Canada. (2006). Canada's population. Retrieved from 

http://www.statcan.gc.ca/daily-quotidien/060927/dq060927a-eng.htm 

Statistics Canada. (2007). Immigration: An overview. Retrieved from 

http:/ /www.statcan.gc.ca/pub/71-606-x/2007001/4129571-eng.htm 

St-Pierre, I. (2012). How nursing managers respond to intraprofessional aggression. The 

Health Care Manager, 31(3), 247-258. doi: l0.I097/HCM.)b013e3182619e4f 

Tuckey, M.R., Dollard, M.F., Saebel, J., & Berry, N.M. (2010). Negative workplace 

behaviour: Temporal outcomes with cardiovascular outcomes and psychological 

121 



health problems in the Australian police. Stress and Health, 26, 372-381. doi: 

10.1002/smi.1306 

Vessey, J.A., DeMarco, R.F., Gaffney, D.A., & Budin, W.C. (2009). Bullying of staff 

registered nurses in the workplace: A preliminary study for developing personal 

and organiz.ational strategies for the transformation of hostile to healthy work 

environments. Journal of Professional Nursing, 25(5), 299-306. doi: 

10.1016/j .profnurse.2009.01.022 

Vie, T .L., Glaso, L., & Einarsen, S. (2011 ). Health outcomes and self-labelling as a 

victim of workplace bullying. Journal of Psychosomatic Research, 70, 37-43. 

doi: 10.1016.j .psychores.2010.06.007 

Wuest, J. (2007). Grounded theory: The method. In P.L. Munhall (Ed.), Nursing 

research: A qualitative perspective (4th ed., pp. 239-271). Sudbury, MA: Jones 

and Bartlett. 

Yamada, D.C. (2000). The phenomenon of 'workplace bullying' and the need for status

blind hostile work environment protection. Georgetown Law Journal, 88, 475-

536. Retrieved from: http://papers.ssm.com 

122 



Chapter 5: Implications 

The purpose of this grounded theory study was to develop a substantive theory 

of how newcomers addressed health and work life when experiencing workplace 

bullying in Canada. As little was known about newcomers' experience of workplace 

bullying in Canada, the theory of Regaining Control makes a significant contribution to 

the workplace bullying literature and has implications for nursing education, nursing 

practice, and nursing research. 

Nursing Education 

The process of Regaining Control has important implications for nursing 

education. In stage one, making sense, participants had difficulty identifying, naming, 

and ultimately addressing workplace bullying. This was further complicated by the 

· discriminatory nature of the workplace bullying experienced as well as cultural and 

language differences. 

Helping people to recognize workplace bullying and discrimination is an 

important step in Regaining Control. Nurse educators, occupational health nurses, and 

nurses acting as consultants for organizational development need to be aware of 

behaviours that constitute workplace bullying and discrimination as well as the potential 

for conflict due to communication difficulties that may arise in a culturally diverse 

workforce. It is also important for nurses in such positions to recognize the need for 

increased education for both management and staff around workplace bullying and how 

to address it. 
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The development of educational interventions, such as that described by Chipps 

and McRury (2012), could be a useful method to increase awareness of the behaviours 

that constitute workplace bullying. To address the needs of newcomers and a culturally 

diverse workforce, such an educational intervention could be adapted to include 

knowledge around behaviours that All~ Cowie, and Smith (2009) called indirect 

discrimination or racist bullying. This would allow employers and employees to 

recognize sooner behaviours that are unacceptable so they can be reported and addressed 

to reduce the time that people are exposed to the harmful effects of workplace bullying. 

Gerace and Salimbene (2010) indicated that language and cultural diversity in 

staff can hamper communication and lead to decreased team work and increased conflict 

and potentially to bullying. Occupational health nurses and nurse consultants could 

develop and implement training for all staff and management that would address 

diversity in the workplace and increase awareness around cultural differences in such 

things as communication styles and conflict management styles. Recognizing and 

talking about cultural differences as well as expectations in the workplace can avoid 

misunderstandings and Ayoko (2007) found that increased openness in communication 

decreased the incidence of workplace bullying. 

Another important implication this theory has for nursing education is during the 

second stage of the process, taking action. During taking action, targets of workplace 

bullying may choose to stand up to the person bullying. While confronting the person 

bullying may be effective in some situations where formal power imbalances do not 

exist, it is important that people understand that confronting a manager or boss may 

actually result in an increase of workplace bullying as noted in this study and by 
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previous researchers (e.g., MacIntosh, Wuest, Merritt Gray, and Cronkhite, 2010). 

Nurses developing educational interventions for workplace bullying need to convey this 

to employees so that they can seek help when addressing workplace bullying and not put 

themselves at risk for increased bullying and worse health effects. 

Nursing Practice 

While recognizing and addressing workplace bullying is an important step in 

Regaining Control, support is crucial. Support is especially important when targets of 

workplace bullying are seeking help. Proper support from within the organization can 

influence the decision of an employee to come forward about workplace bullying (St

Pierre, 2012). As found in the present study, reporting workplace bullying and receiving 

proper supportive responses from the organization can effectively put an end to 

workplace bullying and hence decrease the length of exposure to the health-harming 

effects of workplace bullying. 

Such support involves action at the policy, management, and employee level. 

Research has shown that while important, zero-tolerance policies are insufficient to 

eliminate workplace bullying on their own. The elimination of workplace bullying must 

go beyond the policy level to address the culture of the workplace and ensure that 

factors that allow workplace bullying to flourish are remedied (St-Pierre, 2012). Nurses, 

occupational health nurses, and nurse consultants can advocate for the need for support 

for those who have experienced workplace bullying through the development of policies 

and procedures that ensure that target's experiences are acknowledged, workplace 

incivility is not tolerated, and clear repercussions follow for those who are involved in 
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bullying at work. One such policy could be the use of a restorative justice approach such 

as that outlined by Olender-Russo (2009). Advocating for training for employees 

regarding education on workplace bullying, diversity, and effective leadership and 

management practices could also be an important role for nmsing practice that helps to 

ensure supports are in place for targets of workplace bullying. 

In addition to organizational support, support from outside the organization was 

also important in the process of Regaining Control. Nurses and other healthcare 

professionals working as primary care providers with newcomers can regularly screen 

and assess work stressors, such as workplace bullying. As findings from this study 

indicated that healthcare providers played an important role in recognizing workplace 

bullying, it is important for nmses working with this population to have an 

understanding of what can make newcomers vulnerable to workplace bullying, what 

their rights are, and what is the availability of community support systems such as 

newcomer organizations within the community or human rights offices. 

In addition to support, coping strategies were an important influencing factor on 

the process of Regaining Control and helped targets protect their health and helped in 

the moving on stage of the process. Nurses and other healthcare providers can assess 

existing coping strategies as well as teach effective methods of coping with stress. As 

social networks are an important factor in coping, but may be lacking for newcomers to 

a country, healthcare providers should be aware of organizations within the community 

that can potentially connect newcomers to other people in the community with similar 

interests. 
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Nursing Research 

The theory of regaining control has important implications for nursing research. 

When weighing the risks in taking action, newcomers may have unique risks to 

consider. For example, when newcomers' immigration status is uncertain or when 

newcomers are·working illegally, this can make them vulnerable to being bullied with 

little recourse. As this study involves only a small group, a larger study with a more 

diverse sample in terms of immigration statuses, ethno-cultural backgrounds, work 

experience, and education would provide a broader picture of workplace bullying among 

newcomers. Identifying differences among groups might inform appropriate methods of 

tackling this problem. 

Another risk faced by newcomers to a country is social exclusion. Targets of 

workplace bullying may not want to report workplace bullying for fear of being further 

ostracised socially from the workgroup. Studying how to reduce social exclusion for 

newcomers while encouraging them to access appropriate resources when bullied might 

be useful. 

In moving on, many targets of workplace bullying leave the workplace, which is 

consistent with previous research findings ( e.g., MacIntosh et al., 2010). As newcomers 

are an important resource in growing Canada's workforce (Smith, Chen, & Mustard, 

2009), it is important that future research look at what measures are perceived by 

newcomers as most effective in preventing workplace bullying and what measures of 

support are needed to retain them as valuable employees. Future nursing research could 

examine the effectiveness of individual-level and organizational-level strategies to 

prevent and address workplace bullying in relation to newcomers. For instance, nursing 
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researchers could look at the reporting of workplace bullying pre-and post- educational 

interventions. Another area is the perceived communication openness pre-and post 

diversity training in a culturally diverse workforce. 

Finally !t while moving on may involve seeking legal or human rights avenues to 

address the workplace bullying, there is no research on newcomers' experiences with 

pursuing such routes when organizational supports fail. Future research could assess the 

effectiveness of such routes and could assess their effects on healing from workplace 

bullying experiences. 

Conclusion 

Understanding newcomers' experiences of workplace bullying is an important 

step in addressing this problem that has the potential for negative outcomes for 

employees in terms of career and health, and employers in terms of being able to retain 

valuable employees. Increasing awareness of acceptable and unacceptable behaviours at 

work may allow newcomers to more readily identify this problem. Ensuring that 

organizations and staff are able to support newcomers and understand their unique needs 

are important in helping newcomers take appropriate action when workplace bullying is 

experienced. When employers respond effectively to workplace bullying and action is 

taken to address the problem, workplace bullying can be stopped, thus helping targets 

move through the process of Regaining Control and ultimately limiting exposure to the 

health consequences associated with workplace bullying. 
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